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Abstract 


This research was directed towards developing a battery 
of psychological tests for selecting policemen. Accurate 
assessment of an applicant's ability to develop police job 
skills was considered to be essential in making decisions at 
the time of hiring. If a consistent relationship can be 
found between psychological test variables and job 
performance measures, knowledgeable predictions regarding 


the performance of policemen applicants may be made. 


Two recruit classes of the City of Edmonton Police 
Department served as subjects for this research. The sixty- 
sees (61) police recruits were tested within the first week 
of their training classes. The test battery included the 
following: Wonderlic Form B, Incomplete Sentence Blank, 
Draw-a-Person, Thematic Apperception Test, Strong Vocational 
Interest Blank, Cornell Index, Hostility and Direction of 
Hostility Questionnaire, Wechsler Bellevue Vocabulary, 
California Psychological Inventory, Situation Tests, and 


Three-Minute-Tests of expression. 


For the projective tests, Situation Tests, and Three- 
Minute-Tests, scoring procedures were designed in accordance 
with the goals of the research. It was shown (with three 
reliability measures) that all of the scoring procedures 


designed for this research were applied in a reliable manner 
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by three raters who were trained in these scoring 


techniques. 


Three levels of police performance after two years on 
in their squads by the sergeants of those squads. For 
reliability purposes a second performance appraisal was held 
one year following the first appraisal (first appraisal, 
March-April, 1976; second appraisal, March-April, 1977). To 
investige reliability even further, a third appraisal was 
completed in January-February 1978. During this appraisal 
period, as before, the sergeants! ratings were collected. 
Also, during this appraisal period, performance appraisals 
of ny ee were completed by senior constables and 
staff-sergeants. The performance measure Was shown to be 


reliable. 


Analysis of Variance and Multiple Discriminant Analysis 
statistical techniques showed that certain variables were 
predictive of police performance. Significant differences 
(Analysis of Variance) among the three groups occurred with 
the following variables in the directions predicted: 
Response Omitted, Incomplete Sentence Blank; Capacity for 
Status, California Psychological Inventory; Directions, 


Situation Test. The Multiple Discriminant Analysis 
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Statistical technique was used with most tests with four or 
more variables and also for the entire test battery. When 
used for the entire test battery only one subject was 
misclassified indicating very accurate predictability. 

Conclusions drawn from the two discriminant functions 
developed showed that high level policemen have interests in 
intellectual activities, high motivation for police work, 


and good ability to tolerate stress. 
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CHAPTER I 


INTRODUCTION 


The Problen 


The purpose of this research is to develop and validate 
a battery of psychological tests that will assist in the 
selection of policemen. The selection of policemen is often 
based on characteristics assumed to be related to good job 
performance. The actual relationships between 
characteristics of the applicant and later performance on 
the job, however, may not have been well substantiated. 
This research, if successful in its intent, will examine 
and, aint: possible, validate, relationships between 


characteristics of police applicants and job performance. 


The procedure for selecting policemen may be improved 
with the use of the following approach. The paler ene 
between certain characteristics of the applicants and later 
measures of job performance may be examined. For example, 
variables used for predicting the job performance of a 


future policeman, such as the job interview, scores on 


i i 
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entrance tests, school records, background investigation 
findings, and psychological test results, can be placed for 
Statistical purposes on a numerical scale. Similarly, job 
performance criteria, such as annual performance ratings, 
Bouabidavzens, and merit awards, with which these predictors 
should be related can aiso be scored in a numerical fashion. 
Once this categorizing approach has been implemented the 
relationships between the predictors and the criteria can be 
examined closely and suggestions for improving these 
relationships may be considered. Improvement in the 
selection process may take many forms. Present test 
variables may be found to be unrelated to future job 
performance and therefore discarded. New selection tests 
may be added and their relationship with job performance 
measures ascertained through statistical analysis. The 
criteria can be changed so that a more accurate 
representation of job performance results. Through these 
approaches to understanding the relationship between 
selection screening devices and job performance measures a 


more refined selection process may be developed. 


Within this study the selection of police recruits for 
the City of Edmonton Police Department will be considered. 
A previous study (Ferguson, 1974), also conducted in cooper- 
ation with the City of Edmonton Police Department, was 
primarily concerned with quantifying and examining the 
relationship between the predictor variables used at _ that 


time and criteria variables. The present research focuses 
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On the problem of developing a battery of psychological 
tests to be used in police selection procedures. This 
problem will be concerned directly with attempting to 
predict future job performance of police applicants fron 
psychological test variables. For this reason the studies 
to be reviewed will be related to the use of psychological 


tests and police selection. 


Few studies concerning the use of psychological tests 
in police departments in Canada have been reported in the 
literature. Because of the differences between and within 
countries, the conclusions and generalizations drawn from 
all police studies have to be made with caution when 


considering their applicability to each police department. 


Le is reported that psychological tests and 
psychologists are being included to a greater extent in the 
selection procedures of poclice departments in the United 
States. As shown in Table 1 there are four studies which 
surveyed the types of testing used by police departments in 
the United States. Frost (1955) sent questionnaires to 33 
centers with a population over 150,000. From the 25 cities 
which responded the author reported that no tests of a 
psychological nature were being used. Oglesby (1957) found 
tChationiy 29° percent ‘of the cities -he surveyed (with 


populations over 100,000) used psychological tests. Narrol 
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Table 1 


Use of Psychological Tests 


in the United States (1955-1972) 


oe ee ee i ee ee a cee oe —. oe 


STUDY | NUMBER {CITIES J REPLIES {PSYCHO-|j{ STANDARDIZED 
{OF CITIES {OVER { } LOGICAL{TESTS 
{SURVEYED | { {TESTS {USED 
i, | | { USED { 
| | { | | 

Frost | 33 {150,000 | 25 | O* | 0% 

(1955) | i | | i 
| | | { i 

Oglesby | 111 {100,000 {| 90 | 29% | ? 

(¥957pe |] { | | | 
| | i | | 

Narrol jf 61 {150,000 | 55 } 100% | 42% 

& Levitt | j ] | | 

C4963 p-0 j { | I { 
| { | | { 

Murphy [© 307 { 50,000 | 203 | 39% | 100% 

(1972) i i | { i 


and Levitt (1963) six years later found that all of the 
cities surveyed (with populations over 150,000) used some 
form of psychological test. They noted that 42 percent used 
a standardized intelligence test while 87 percent used a 
nonstandardized police selection test. Only sixteen percent 
used a standardized personality test. (Standardization 
implies that a uniformity of procedure in administering and 
scoring the tests has been provided by the test constructor 
along with norms for the interpretation of the test). 


Murphy (1972) surveyed police agencies serving 50,000 or 
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more people and having at least one hundred police officers 
in their force. From those replying he found that 39 
percent used psychological tests to evaluate potential law 


enforcement officers. 


Information from these survey studies is inconsistent. 
The reported large differences between 1955 (0%) and 1963 
(100%) indicate that conclusions drawn may be misleading. 
These studies, however, have indicated that some police 
departments are not using standardized tests. (Therefore 
test score distributions for representative samples drawn 
from the population are not known and references points for 
comparison with the individuals being tested would not be 
available.) If tests used for police selection are not 
standardized or have not been validated in terms of 
predicting the future job performance of policemen the 


meaningfulness of the test results would be unclear. 


Many psychological tests that have been included in 
police selection test batteries were originally designed for 
the assessment of mental health problems within a hospital 
setting. This clinical environment is different from a 
selection-assessment setting. The former tends to encourage 
honesty and openness, while the latter encourages 
competitiveness and good self-presentation. Murphy (1972) 
has pointed out that the Minnesota Multiphasic Personality 
Inventory (MMPI), a test designed for a diagnostic Or 


theraputic setting, was the test most frequently used by 
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police departments. Reiner, Setzer and McCormack (1960) 
have discouraged the use of this test for the selecting of 
police recruits. They have indicated that when it is used 
for personnel selection the possibility of faking the test 
tania favorable direction is much greater then when it is 
used in the clinical situation for which it was originally 
designed. Anastasi (1968) discusses this problem and has 
the opinion that: "As long as a subject has sufficient 
education to enable him to answer a personality inventory 
se. hettprobably* *has* the ability to alter his score 
appreciably in the desired direction" (p. 456). These 
objections are directed towards the validity of the 
psychological tests used, i.e., how effective is the test in 
predicting an individual's behavior in specified situations, 
for example Ente job performance as policemen. Very 
little substantial data showing the validity of 
psychological tests when used for police selection are 
available. It is possible that candidates are being 
selected on the basis of test results (which are usually 
used in a clinical setting) without a clear understanding of 
the relationship between these test results and occupational 
success. If psychological tests are to be used it is 
important that police selection officers are aware of the 
research that demonstrates relationships between test 


variables and job performance. 


It is upon these two basic elements, job performance 


measures and psychological test variables, and the 
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relationship between them, that the following review of the 
literature will focus. First, the important aspects of job 
performance will be considered. These important aspects 
will be clarified by examining the concept of a "good" 
policeman. | This is essential so that new recruits will be 
assessed on the important dimensions required for 
policework. A discussion of the criterion problem, that is, 
what form of criterion should be used, will also be 
examined. A consideration of the criterion selected is 
necessary because its selection places limitations on the 


generalizations and conclusions drawn from the research. 


Second, the more formal literature review will be 
presented. This will include psychological test scores of 
police populations in areas related to intelligence, 
interests and aptitudes, and personality. The possibilities 
of assessing recruits in job related situations will also be 
examined. The relationships of these psychological test 
variables and a multitude of job performance criteria that 
have been found in past research will be considered 
carefully in designing the present research project. From 
this approach hypotheses concerning the relating of 
psychological test variables to job performance measures may 


be stated. 
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An important prequisite in this research was the 
careful consideration given to the nature and actions of the 
good policeman. Terms used to describe "good" policing were 
reviewed and organized for classification. This base was to 
serve both in the selection of assessment technigues given 
to applicants for police work, and in the evaluation of 


their performance at later times on the job. 


It was necessary, then, to develop an understanding of 
policing. In reviewing the literature towards this end, it 
was noted that qualities of policemen were presented, 
different roles of policemen were discussed and, finally, 
some concepts of policing were suggested. These three 
categories were judged to be useful ways of organizing the 
presentations of the many authors writing on the subject, 


and are expanded below. 


Qualities of Good Policemen 


Job descriptions. "Qualities" may be defined as an 
important aspect of a thing that makes it what it is 
(Webster Encylopedic Dictionary, 1973). Certain qualities 
(terms descriptive of behavior) are involved in good police 
function. The qualities required in policing vary according 


to the circumstances. Job descriptions were helpful in 
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listing the essential qualities that recruiting officers 
look for in applicants for police work. Holmes (1942) and 
Baehr, Furcon, and Froemel (1968) developed job descriptions 
for policemen. (See Appendix 1, page 245, for a listing of 
these job descriptions.) From the qualities they listed 
{Holmes listed eleven, Baehr et al. listed twenty) the 
following have been selected as important and also 
susceptible to measurement within this research. 

(1) React quickly and effectively to probien 

Situations. 

(2) Exhibit initiaive, problem solving capacity, 

effective judgment, and imagination in coping with 

complex situations. 

(3) Demonstrate mature judgment (commonsense) in 

deciding to make an arrest, give a warning, or use 

force. 

(4) Tolerate stress in a multitude of forms. 

(5) Maintain a balanced perspective in the face of 

constant exposure to the worst side of human 

nature. 
These qualities will be examined in more detail in a later 
section of the literature review. They will be considered 
in terms of how well they can be assessed with the use of 


certain psychological tests (e.g., situation tests, problemn- 


solving tests). 


Police views of important police  gualities. Another 
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approach that has been used in deciding upon the nature of 
the policeman's job has been to ask policemen to select the 


qualities essential for those in their position. Stirling 
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(1972) had policemen with 18 months experience select from 
forty qualities ten which they believed essential in good 
policemen. They selected: (1) "commonsense", (2) "“alert- 
ness", (3) “job knowledge", (4) "well trained", (5) 
"honesty", (6) "intelligence", (7) "responsibility", (8) 
"dedication", (9) “reliability", (10) "appearance", 

Stirling commented on the first attribute. "Whenever 
something goes wrong for a policeman, the most frequently 
heard explanation for the occurrence is that ‘the didn't have 
common sense’" (p. 239). After six months further job 
experience these same policemen ranked "courtesy" within the 


top five attributes. 


Other authors have used a similar approach in having 
policemen rank important qualites required for their work. 
Westley (1951) noted "alertness" and "competence" as being 
highly rated. Finney (1972) found the attributes of 
"honesty", "responsibility", and "self reliance" to be 
considered among the most important by the police group he 
surveyed. A police instructors group (Stirling, 1972) gave 
"honesty", "commonsense", and "understanding" as important 
qualities. Devine (1972) stated that men with six months 
police experience found "commonsense" and "honesty" as the 


most essential qualities required for police work. 


From these studies it appears that "commonsense" is the 
quality policemen most often considered essential for their 


position. This quality is included among the essentials in 
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the job description by Baehr and her colleagues (1968). For 
example, that job description, as mentioned earlier, 
included the following skills: reacting "quickly and 
effectively to problem situations", exhibiting "problem 
solving ability", demonstrating "mature judgment", “acting 
effectively in extremely divergent interpersonal 
Situations", Ail of these functions could be included 


within an operational definition of "commonsense", 


When considering important qualities (similarly with 
roles and concepts) in assessing candidates for the position 
of policemen the difficutly with which those qualities can 
be measured has to be taken into account. For example, 
"commonsense" appears to be important but how accessible is 
it to measurement? Is it possible to separate those who 
have it from those who do not? This dimension of 
measurability has to be considered when choosing those 
qualities, roles, and concepts to be examined in the 


assessment. 


For the purposes of this study "commonsense" as it 
relates to intellectual development was considered 
measurable. Similarly, the measuring of ability to handle 
stress in interpersonal situations may be assessed with the 
use of "situational tests". A review of tests of 
intellectual development, and situation tests as they relate 


to police recruitment will follow later in the research. 


Qualities required for policing are different than 
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roles. Roles attempt to assemble certain qualities and help 
in directing their application. The previously presented 
essential qualities required for policemen were not 
accompanied by role directives orienting their suitable 


application in policing. 


Roles of Policemen 


Roles have been defined by Yinger (1965) as a "unit of 
culture referring to the rights and duties, or normatively 
approved patterns of behavior" for the occupants of a given 
position. A role is the part a person plays in a situation. 
In police work, it is a part played in real life. There are 
a number of roles policemen must fulfill. Indeed, conflict 
among roles may exist. Yinger (1965, p.74) defined four 
types of role conflict. 

a Internal role conflict occurs when an 

individual has internalized a role that includes 

contradictory expectations or when he occupies two 

Or more positions that carry incompatible role 

expectations. 

Zia External role conflict occurs when an 

individual is confronted With incompatible 

expectations from two or more persons in his 
position network or networks. 

ae Extrarole conflict occurs when an individual 

perceives that others hold different expectations 

for him as an incumbent of a single position. 

4. Interrole conflict occurs when an individual 


perceives that others hold different expectations 
of him as the incumbent of two or more positions. 


The various categories of role conflict result in 
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problem areas for individual policemen. Yinger (1965) has 
also described the "internalized role", which refers to that 
part of the self which represents an individual's tendency 
to perform a role in a certain way. For this research, the 
"internalized role" will be discussed more fully under the 
topic concept of policing. For the moment, it may be said 
that the concept of policing possessed by the individual 
results in.certain priorities being placed upon role 
selection and tendencies to resolve role conflicts in 
certain directions. For example, if a role conflict exists 
between cautioning a traffic violator and giving hima 
ticket (policeman as public instructor, versus policeman as 
law enforcer) the policeman's choice is dependent upon his 
concept of policing. It will be noted that roles and 
concepts are almost inseparable; nevertheless, it is likely 
the former are directed by and serve the latter. Before 
outling concepts of policing a brief consideration of 


general roles of policing will be examined. 


The role of law enforcer. Policemen have as one of 
their main functions the enforcement of legal norms. 
Westley (1970) writes that "law enforcement is the legal job 
of the police" (p. 140). Many writers in the police area 
note that policemen themselves view law enforcement as their 
major responsibility. The police function required results 
in “identifying those thought to be guilty of having 
committed a criminal offense and subsequentiy proceeding 


against them" (Weiner, 1976, p. 10). 
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The role of mainiaining social order. (See Alex, 1969; 
Reiss, 1971; Silver, 1967; Skolnick, 1966; Westley, 1970; 
Wilson, 1968.) This role involves police behavioral 
qualities such as dealing with noisy neighbors, loiters, and 


drunks. Weiner (1976) has pointed out the following. 


That while enforcing the law is a difficult task 
it is a fairly unambiguous one because it involves 
clear-cut acts such as murder, speeding, and 
theft. On the other hand, maintaining order is a 
much more difficult task because it involves an 
undefined condition: pyblic order. Therefore the 


law is one resource among many that the patrolman 


may use to deal with disorder. (Weiner, 1976, 
pe 11) 
Order maintenance is unpredictable, and requires 


greater discretion (e.g., to arrest, or not to arrest). 
Wilson (1968) and Cummings, et al. (1965) reported that most 


police work was associated with order maintenance. 


Policemen must be careful that order does not become an 
Overriding concern to the point where the sensible law is 
ignored. This is typical in totalitarian states where civil 
rights are ignored so that order can be maintained. The 
concept behind the role of maintaining social order may be 
judged that of social harmony. This concept may be 
difficult for some policemen to define and hold in real, 


immediate, and future perspectives. 
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The role of _public-servant. Policemen are also 
required to offer community services such as helping the 
unfortunate, giving directions, ambulance and funeral 
escorts, first aid, advice-giving, recovering lost persons 
and property. Serving the public is an important role for 
policemen because within this role they relate to citizens 
in a nonpunitive, helping manner. The concept behind this 
role ws probably that of providing humanitarian and 
community service. The lower socio-economic classeS more 
often require police services in these areas then do other 
citizen groupings. Cummings, et al. (1965) and Bittner 
(1970) have suggested four reasons why policemen are used in 
this role capacity. First, they provide a 24 hour reliable 
service that other organizations do not provide. Second, 
social services to this segment of the population are 
lacking and policemen are visibly available. Third, when 
social services are available, people are not aware of then. 
Fourth, policemen have a unigue ability when intervening, 
"they can employ a ‘non-negotiable coercive force' which 
need not be explained to anyone and which, practically 
speaking, cannot be opposed by anyone" (Weiner, 1976, 


Diet 2 jie 


In fulfilling this public-servant role, law enforcement 
itself is seldom used but its potential use is always 
present. The policeman's special access to law enforcement 
gives him a large advantage over other Neeceeei duals 


(counsellors, social workers) who may also attempt the 
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public-servant role. 


As the symbolic backdrop of the police licence and 
capability is always present whenever a policeman 
responds to a problem, he is always responding as 
a policeman and not as a Social worker, whether 
amateur or professional. Indeed the continual 
presence of the police licence and capability 
mitigates against him ever being able to play the 
role of a social worker as everyone (including the 
policeman) will know that ultimately he has access 
to the means unigquely accessible to policemen. 
(Shearing and Leon, 1977, p. 342) 


The above roles have been chosen aS important within 
this study. For further information regarding other roles 
of policemen (role of value-model, role of buffer between 
people and power structures, role of policemen in measuring 
social tolerance) see Wolfgang (1968), Black (1968), and 


Weiner (1976). 


It may be that there is an incompatibility among some 
of these police roles. Also, some of these role behaviors 
may not be measurable. Other role behaviros may be more 


accesSible to measurement in a long term study. 


Within this research two roles of policing will be 
focused upon for assessment purposes. A person's ability to 
acquire the roles of the public servant and law enforcer may 
be reflected in measures of self-concept and concept of 
others. These measures may be derived from certain 
projective psychological tests. These will be considered in 


detail later in the literature review. 
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For the present application, a concept may be defined 
as the idea, principle, value, or ethic serving to direct an 
action or role. Concepts held by the policeman influence 
role formation and selection. The subtle ordering, 
emphasizing, and priority-giving of these police roles 
varies according to the situation and the concept of 


policing that the individual holds. 


Contributing to the development of different policing 
concepts is the ease with which some police roles may be 
adopted in preference to other more difficult police roles. 
In these instances the role dominates the concept when, 
rather, it should be the reverse. Through rationalization, 
new concepts of lesser worth may emerge. For example, 
police work in general is simplified when the policeman's 
expected behavior is unambiguous (e.g., the law enforce- 
ment role). The action to take in pursuing a murder 
conviction is more obvious than when intervening in a 
marital dispute. For clear and simple situations little 
possibility of role conflict exists. For murder, policemen 
see themselves as law enforcers. For other situations, such 
as the marital dispute, role conflicts are likely (e.g., 
policeman as enforcer versus policeman as counselor or 


public servant). It is easy to understand why policemen 
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prefer the role of law enforcer because of the relative 
clarity in defining appropriate action. The concepts held 
determine the perceptions of a Situation. Where skills and 
roles are appropriate they are enacted. Where they are not, 
other concepts may be activated. Good policemen have the 


Tight concepts and can select appropriate role behaviors. 


The concept of a "good" policeman for this research was 
outlined as follows. The good policeman has the values, 
principles and ability to appropriately select, blend, and 
fulfill the different roles of policing (law enforcement, 
Maintaining order, public servant) according to the demands 
of the job situation. He has the qualities and skills to 
enact each role. In general the roles have been listed in 
order of importance but, as mentioned previously, they are 
highly dependent upon Situational determinants and 


individual concepts of policing. 


It may be suggested that the "good" policeman should 
understand which role is most appropriate in each situation. 
For this research, assessment of police candidates will be 
directed towards acquiring policemen that have, or have the 
potential to acquire; the principles, actions, and qualities 


to fulfill the major roles of policing. 
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The selection of the appropriate police role for 


varying situations is dependent upon the concept of policing 
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possessed by the individual. From a review of police 
philosophy, especially Peel's principles of law enforcement, 
two main concepts of policing emerge as important in the 


development of "good" policemen. 


(1) Conception of police work as_an effort to improve 
the welfare of the community (social harmony). The initial 
step in this concept is put into action through police work 
to prevent crime and disorder (Peel's first principle). 
Actions in this regard may involve a number of different 
police role behaviors: here the public servant role in the 
preventive aspects is often used. Bittner (1970) has 
elaborated this concept in describing the development of 
policing. 

The sentiment that could not abide the more 

archaic forms of repressive control of deviance 

and disorder was an expression of cultural and 

idealogical change initiated in the nineteenth 

century. It is best described as the rise of the 
sustained, and this far not abandoned, aspirations 

of Western society to abolish violence and install 

peace as a stable and permanent condition of 

everyday life. (p.0 16) 

Also serving this concept is police action that involves 
taking part in educational processes so that appropriate 
law-abiding attitudes are developed by citizens. With these 
efforts the policeman helps develop the willing cooperation 


of the public in voluntary observance of the law, Peel's 


third principle. 


The focal point this concept of a "good" policeman is 
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police action to benefit the well-being of the community. 

Preventing crime, deterring crime, and finally law- 
enforcement are the action equivalents of the concept of 
benefiting the community. If this concept is adopted by a 
police department and carried out by its policemen, the 
example may persuade community endeavors of a similar 
nature. This concept may be measurable with the use of 
projective personality tests that assess attitudes towards 


self, community, and harmony within the community. 


Another basic concept required for "good" police action is 
It is a central democratic principle. Policemen demonstrate 
this concept by impartially enforcing the law, and giving 


service. 


This principle, with which most policemen would agree, 
may be very difficult to implement. The policenman's 
maturity in handling unruly and obnoxious individuals and 
his tolerance of verbal abuse will demonstrate his ability 
to put this principle into action. For example, a 
professional policeman realizes the difference between law 
enforcement and the role of the courts and therefore 
continually demonstrates his respect for an individual's 
Raghts. Consider what happens when policemen go beyond 


their legal duties. 
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I have known officers who were mad at every 
suspect they ever arrested. These officers were 
actually angry because of what the suspect had 
done, said, or looked like. This unprofessional 
attitude breeds resistance and hostility making 
the police job more difficult, if not impossible. 


eeetThe quality we look for here (in professional 


policemen) is equanimity. The professional 
policeman does not demonstrate emotional 
involvement in his work to the public. He does 


not demonstrate anger to the offender; he does not 
go into a rage when verbally abused. He keeps his 
cool. (Eldefonson, 1973, p. 119-120) 


The professional guality of “equanimity" may be directly 


measurable on personality tests. These types of test 


measures will be discussed later in the literature review. 


An important quality required to interact with citizens 
ard demonstrate respect for individual rights is that of 
verbal skills. For example, the role of the public servant 
as mediator in disputes demonstrates the necessity of the 
high development of verbal qualities required in policemen. 

Policing demanded eloquence. If the twenty-eight 


young policemen agreed on any one point about 
their work it was the vital importance of verbal 


facility in every aspect of their jobs. "The crux 
of police work is that ability to talk to people", 
they would say. There were many uses of 


eloguence---it was the key to taking charge in 
pubbic.a: Lacking a ready and capable ability to 
talk, an individual policeman simply could not 
make professional responses and accept the risks 
inherent in then. Muir IIa, pw 2) 


The measuring of verbal skills under stress will be 


considered for this research. 


In summary two important concepts are required for 
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"good" police work. They are central to appropriate police 
role selection. The first is: to maintain and improve the 
welfare of the community through law enforcement and 
preventing crime. Second; the estabiishment and maintenance 
of good. democratic relationships with the public. Respect 
from the public is as much engendered by the professional 
policeman's respecting the rights of citizens, as by his 
skilled actions of enforcement. The assessment of an 
individual's attitudes, personality traits, and verbal 
skills, with regard to these concepts will be considered 


within this research. 


Summary: Concept of a_ "Good" Policeman 


The "good" policeman is capable of filling the major 
role requirements of police work. The roles are guided by 
concepts of policing: namely, a concern with benefiting the 
community and a respect for the rights of individuals. The 
policeman must also be at a level of intelligence and 
maturity to acquire the more constructive values and 
Beiter es and thus to be able to choose the appropriate roles 
LOL the appropriate Situation. Specifically, these 
reguirements necessitate a mature development so that a 
‘mature perspective towards citizens't may be adopted. 
Finally, verbal skills are necessary. These are the basis 


requirements of a "good" policeman. 
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Police department officials often strive to work 
cooperatively with law-abiding citizens. Knowledge of the 
attitudes of iocal citizens towards policemen may be helpful 
in discerning a general view of the job performance of the 
police department. Knowledge of citizens" concepts of 
policing may also be helpful in deSigning job performance 


measures. 


Two studies have recently been completed regarding 
citizens attitudes towards local policing. In an 
unpublished study (Pugh, 1975) policemen and citizens were 
asked to select from three hundred adjectives of the 
Adjective Checklist (Gough, 1952) qualities that would be 
"descriptive of the ideal policemen". Eleven groups were 
tested. Seven of the groups were from the police department 
and were comprised of 17 police officers, i staff 
sergeants, 58 detectives, 51 sergeants, 13 police constables 
with 10 years experience, 22 police constables with five 
years experience, and 37 police recruits. Three of the 
groups were from the community and consisted of nine senior 
citizens, 14 summer school students (from a psychology 
class), and 12 members of a driver retraining group 
(required because of traffic violations to take the course). 


The remaining group was made up of 16 jail prisoners. 
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Among the groups within the police department a basic 
concensus appeared. It was observed that the adjectives 


selected centered around three points: relations with others 


{"reasonable", "understanding", "loyal", "responsible" ) ; 
inner personality qualities ("mature", "stable", 


“confident"); and mental attributes ("clear thinking", 
"flexibility", “intelligent", “adaptable"). These results 
were consistent with other studies but the large number of 
adjectives from which to choose allowed the subjects greater 
specificity in selecting the adjectives. For example 
"commonsense" a quality not on this checklist could possibly 
include the qualities "reasonable", "understanding", 


"responsibility", and "stability". 


In comparing citizens groups and the prisoner group 


with the policemen very few differences in concepts of the 


ideal policemen were noted. For example the adjectives 
selected by 70% to 80% of the prisoners were: "active", 
"calm", "dependable", "mature", "reliable", “Walert", 
"capable", "civilized", and "friendly". ALLS Of these 


adjectives were selected by police officers at the over 90% 
level except for "friendly" which was selected at the 80% 
level of agreement. It appears that the prisoners' views of 
the ideal policeman are included within the police officers' 


viewpoints. 


When the university students were compared with the 


police officers again no significant differences occurred. 
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As shown in Table 2 there is a great amount of overlap 
between the students and the officers (the officers were 
considered representative of the policeman in general). 

Every adjective selected by over 90% of the students was 
selected by over 90% of the police officers except for three 
adjectives ("realistic", "sociable", and "wise") which were 
selected at the 80% level of agreement by the officers. 

Even the large group of adjectives that were selected by the 
police officers at the over 90% level of agreement were 
selected by the students to the degree that the frequency of 


the selections could not be considered to be significantly 


different. 
Similar agreement between police officers, senior 
citizens, and the driver retraining groups were found. 155s 


was concluded in this study that the concepts of the ideal 
policeman held by policemen, citizens, and prisoners were 
not contrasting but similar in nature. However, policemen 
did consistently select more adjectives in their 


descriptions of the ideal policemen. 


There is another local study that also examines 
citizens views of policemen. The Alberta Bureau of 
Statistics and the Edmonton Police Commission (August, 1976) 
reported attitudes of citizens of Edmonton towards city 
policemen. This was a mail-out survey which was sent to 991 
individuals randomly drawn from listings of telephone 


subscribers. Following the initial send-out two follow up 
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Table 2 


Comparison of selections of officers and university students 


loya} 
stable 
Sincere 
tactful 
rational 
Versatile 
adaptable 
orgenized 
courageous 
progressive 
conscientious 
understanding 
responsible 
resourceful 
cooperative 
civilized 
confident 
thorough 
patient 
mature 


in 90-100% agreement range 
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calm 
alert 
active 
mannerly 
practical 
reasonable 


intelligent wise 
self-controlled realistic 
clear-thinking sociable 
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questionnaires were mailed. The final response rate was 


86.7% (859 citizens). 


Generally respondents to the survey "expressed highly 
positive attitudes toward the city police" (p. 1). FOr 
example, when citizens were asked: "In general, how 
favorable do you feel toward the police in this city?", 
49.0% indicated “Very Favorable", 37.0% chose "Moderately 
Favorable", 8.0% chose "Slightly Favorable", 2.9% chose 
"Slightly Unfavorable", 2.0% chose "Moderately Unfavorable", 
and 1.1% chose "Very Unfavorable". When these results are 
condensed it is demonstrated that 94% of the citizens chose 
the favorable side of the response continuum while 6% chose 
the unfavorable side. It appears from the results’ that 
citizens of Edmonton have favorable feelings towards their 


policemen. 


Responses to policemen on other questions also appeared 
favorable. Citizens rated the overall job performance of 
the city police as "Very Good" 51.5%, "Moderately Good" 
49.7%, “Slightly Good" 6.8%, Slight ly Bad" 1.3%, 
ehodceaters Bad" 0.6%, and “Very Bad" 0.1%. When these 
results are condensed it is shown that 98.0% selected the 
"Good" side of the response continuum while 2.0% selected 
the "Bad" side. A summary of this questionnaire is shown in 


Appendix 2, page 249. 


The above two studies reflect citizen attitudes that 


suggest agreement with present policing policies. No 
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Significant conflict between citizens! attitudes and 
conceptions of policemen and those of the police department 


policy appeared evident. 


The selection of job performance measures iS extremely 
important in studies of this nature. There are many 
different approachs to solving criterion problems. Appendix 
3, page 251, categorizes examples of criteria that have been 
used in other police studies. These studies have been 
grouped according to certain characteristics. These 
groupings will be pointed out with the problems relevant to 
each criterion type. This approach will aid in the 
selecting of good job performance measures for this 


research. 


Performance _ratings__by_ supervisors _as_a_ criterion. 
According to the literature review this type of criterion is 
the most frequently used. Problems with performance rating 
systems as they apply to this research have been outlined in 
the literature (Ghiselli and Brown, 1948, Thorndike and 
Hagan, 1969). These problems will be described briefly 
below. 

(1) The most important consideration is the extent 

to which the supervisor is aware of the 

performance of the person being rated. The 

supervisor himself has his own work to do and this 

may limit the amount of time he has to observe the 


ratee. Supervisors must have the time to observe 
and become aware of those they are rating. 
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(2) The rater's concept of "good" job performance 
may be different from those who require the 
ratings. This problem may be alleviated by 
Clearly defining the qualities that are evident in 
"good" and "poor" job performance. 


(3) The social relations between supervisors and 
workers will influence ratings. A supervisor 
Shall tend to rate friends higher. If rating 
supervisors are made aware of the biasing 
potential of friendship they then may attempt to 
give a more accurate job performance score for all 
those they are rating. 


(4) The covertness and abstractness of the trait 
being rated and the rater's understanding of that 
trait will affect the accuracy of the ratings. If 
the trait being rated is an internal quality 
{e.g., feelings of insecurity) it will be more 
difficult to assess. Similarly if the trait is 
very abstract (e.g., initiative) each raters’ 
definition of the term may vary. Raters should be 
instructed concerning the meaning of the terms 
upon which others will be judged before they 
complete any ratings. For example, a rater should 
have a clear understanding of the department's 
definition of terms such as "average performance", 
"above average performance", and "outstanding 
performance", 


The above potentially invalidating aspects of a rating 
system have to be watched for and appropriate precautions 
have to be taken to minimize any detrimental effects on the 


accuracy of the ratings. 


The supervisors' rating approach is presently being 
used in the police department where this research project 
was conducted. It requires sergeants to rate constables on 
16 traits and give a written account for "Leadership", 
"Factual Details", and a "Narrative Assessment". The 


sergeant then discusses these results with the constable 
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involved so that deficiencies can be pointed to as areas for 


, improvement. 


Ferguson (1974) ina study involving this same police 
department, factor analysed the supervisors! rating form, 
1G was discovered that one factor was the best 
representation of the entire form. This factor was 
comprized mainly of the "Narrative Assessment" variable 
(loading of +.80). This could be described as a "Summary of 


Overall Performance" measure. 


Another form of a supervisor's rating approach is the 
paired comparison method of measuring the job performance of 
an employee, wherein, a supervisor rating his men would 
compare each man with every other man. im, this (type of 
rating the supervisor would rate his men two at a time. For 
each possible pairing of men he would indicate which of the 
pair was the better. The main disadvantage of this systen 
is that the number of ratings the supervisors have to 
complete is highly increased. For example if 10 men had _ to 
be rated, with this system 45 pairs of men would have to be 
considered. Another serious problem is that pointed out by 
Tversky (1969). It is possible that when assessing complex 
behaviors, paired comparison ratings may be inconsistent 


(intransitive). 


An additional form of supervisors! ratings involves the 
measurement of preselected job performance variables 


(marksmenship, number of arrests, miles per contact with 
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radar, number of commendations, absences, complaints, sick 
leave, etc.) as the criteria. This method, which usually 
involves objectifying the criteria, has been used in many 
research studies but not to the extent of the performance 
ratings. This approach may also be used if a quality is 
considered essential in policemen. For example, if the 
quality of "Courtesy" could be objectified and made 
observable, it could stand as a criterion measure 
representative of job performance. If "courtesy" could be 
adequately assessed then policemen outstanding in this area 


would more likely be promoted. 


When using this approach each preselected variable 
which serves aS a measure of job performance has to _ be 
considered on itsS own merit. A number of disadvantages may 
result from this approach. For example, consider the 


following: 


(1) Does each employee have an egual opportunity 
to excel on these criteria measures: number of 
arrests, complaints, commendations. Number of 
arrests would be related to hours of the day 
worked and area patrolled. Number of complaints 
and commendations may also be dependent on factors 
not affected by job performance. (Consider the 
fairness of comparing commendations and complaints 
about a constable working the roughest section of 
town after midnight with the constable who is 
working with the Public Relations Section and is 
required to speak at junior high school 
assemblies.) 


(2) Are these measures representative of good job 
performance? A man With many days off sick in a 
given year may be an excellent policemen for the 
next 20 years. 
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The forced choice method of measuring job behavior is 
another means of obtaining supervisors’ ratings. Police 
departments have seldom used this approach in obtaining a 
criterion. The rationale upon which this rating system is 
based is that of minimizing rater bias. The rater is 
required to select from equally favorable (or unfavorabie) 
qualities for the person being rated. Only one of the 
equally socially desirable traits is positively related to 
job performance. (See> Anastasi, 19658, p. 459, for. an 


elaboration of this rating procedure.) 


Dismissal__vs. remain __on_ the job as_a_ criterion. This 
type of criterion compares the selection test scores of 
those who have remained on the job with those who have left. 
Those who have remained are considered successful job 
performers while those who have Neetu are considered 
failures. There are certain relevant aspects of this 


criterion that should be considered. 


(1) It does not take into consideration good and 
poor job performance of the present staff. 
Therefore selection tests validated in accordance 
with a criterion of this nature would not be 
predictive of good job performance but only of job 
tenure. 


(2) Employees may leave the position for different 
reasons. A good employee may leave for a similar 
position in a more preferred location. His good 
test scores will be an inaccurate reflection of 
the failure (non-tenure) group. 


(3) This type of criterion is best used when job 
training is very costly and on-the-job performance 
variability tends to be minimal. Although police 
training is costly, job performance skills differ 
widely. Tenure, therefore is important but should 
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not be considered the ultimate in importance. Tt 
should only serve as part of the criterion. 


When considering terminators (within the experimental 
group) certain problems arise as to how they should be 
rated. Should terminators be give the lowest possibie 
rating or should the reasons for termination be considered? 
Levy (1967) gave higher job performance scores to resigning 
employees over those who were requested to leave. The 
crucial question is: Should employees with good job 
performance records who resign serve within the success 
group, failure group, or an intermediate group? Should they 
be placed higher than those with a poorer job record but who 
are not resigning? As stated previously an important part 
of the answer to this question involves the expense of 
training the employee. If the expense is high, how much 
more economical will it be to keep a non-resigning low 
performance employee over a 20 year period than it is to 
risk training a proportion of good performing employees who 


then resign? 


fraining school marks as_a_ criterion. The disadvantage 
of training school marks as a criterion is that their 
relationship to job performance is often unknown. Training 
school marks are usually a good measure of intelligence. 

The degree to which above average intelligence in a police 


training school class (which may be above the population 


averge for intelligence) relates to job performance is the 
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crucial problem. Thweatt (1972) has reported that the I0Q 
scores of the men who left the police department with which 
he was involved were higher than those who stayed. He 
Stated: "Although one would want bright-normal men on the 
force, it is clear that the very bright do not stick with 
ches force" (ps, 67). In this situation extremely high 
training school marks were positively related to job 


termination. 


Peer. nomination as a criterion. This type of rating 
involves having fellow employees rate each other. The 
disadvantage of thiS approach is that it may result in 


unfair ratings. An employee may tend to under-rate good 


employees so as to improve his own chances of promotion. 


Conclusions __regarding criterion selection. Le is 
suggested that the approach that appears most workable in 
gaining an accurate estimate of police job performance would 
be measures from supervisors' ratings and the method of 
paired comparisons. A combination of these two approacas 
could be used. It has been demonstrated through factor 
analysis (Ferguson, 1974) that the present supervisors! 
rating system can be represented by one factor a "Summary of 
Overail Performnce” measure, AS one measure of job 
performance, sergeants could be required Eo estimate 
numerically a’ constables "Overall Performance". Secondly, 


because the main disadvantage of the paired comparison 


approach is the number of pairings that have to be 
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considered, a rank order approach which would serve a 
Similar purpose, to rank each man in comparison with his 
fellow workers, could be considered as another measure of 
job performance. Measures such as these should be highly 


representative of job performance. 
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Upon completion of this research a number of questions 
were presented regarding concepts and criteria of policing. 
A previous section has considered some of these questions by 
outlining the important qualities, roles, and concepts of 
"good" policemen. The acquiring of this information was 
very necessary because research variables related to 
gualities, roles, and concepts of policing had to be 
assessed at two different time periods. First during the 
selection of the recruit (independent measures); second, 
after time spent on the job (criterion measure). During the 
selection period a battery of psychological tests was given 
measuring candidates along the dimensions previously 
described. To measure ‘job performance after job behavior 
has been observed presented another interesting 
methodological challenge. What is important in this area is 
the validity of the job performance measure. When the 
validity of a job performance measure is challenged, the 
question in its simplest terms becomes: Is this measure of 
job performance really measuring job Lee RE TEE To 


consider this in some depth, the term "criterion" has been 
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reviewed and clarified. 


Criterion has been described as "a measure of the 
goodness of the worker" (Blum and Naylor, 1956, p. 174). 
Ghise1lli and Brown (1948) have defined criterion as “any 
attribute: “or accomplishment of the worker that can be used 
as index of his serviceability or usefulness to the 
organization that employs him" (p. 62). Selecting the 
criterion that will be used to asses the performance of a 
policeman is a difficult problen. The validation of a 
battery of selection tests depends entirely upon the 
measures of employee success’ used. If the performance 
measures misrepresent the worker's job behavior then the 
selection tests which are chosen on the basis of a good 
predictive relationship with these measures will not be 
validated. For this reason and for many other usual reasons 
(consideration LOr promotion, merit awards, dismissal 


procedures, etc.) it is essential to have a sound criterion. 


Certain concepts concerning a criterion have to be 
understood before an evaluative approach to the problem of 
the criterion can be made. A clear understanding of what 
comprises the ultimate criterion is essential. The ultimate 
criterion would be the perfect representation of how well a 
job was performed. This perfect measure would result in an 
assessment of every element of an employee's job behavior 
over the entire length of his stay in that position. This 


comprehensive assessment would have to include ratings fron 
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every person with whom the employee came in contact during 
his job, would have to take into account the amount and 
quality of the output of his work, the amount of training he 
required and the length of time he stayed with the position. 
It is, obviously, not possible to obtain an ultimate 
Criterion. The ultimate criterion, furthermore, would be of 
little value in assessing the present employee because it 
could not be obtained until the employee had left his 
postion. For this reason distinctions are INade amongst 
immediate, intermediate and ultimate criteria (Super and 
Crites, 1962). An immediate criterion generally emphasizes 
limited aspects of performance that can be acquired at the 
beginning of the job, for example, marks in training school. 
Unfortunately, measures such as these, may not be 
representative of later job performance. The intermediate 
criterion refers more closely to job performance (e.g., job 
performance ratings after one year on the job). Since the 
ultimate (perfect) criterion cannot be achieved, immediate 
Or intermediate criteria have to be used instead. Because a 
less than perfect criterion has to be used a criterion 
deficiency will result (Blum and Naylor, 1956). This is the 
degree to which the ultimate criterion is not represented by 


the actual (immediate or intermediate) criterion. 


For ail job performance measures there is a criterion 
deficiency. The job performance measure is only an estimate 


of actual job behavior and therefore must fall short of the 
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In this research a criterion deficiency has also 
occurred. Part of this deficiency is based upon the 
solution to the problem: Whose concept of policing is being 
considered? It has been pointed out (Stirling, 1972) that 
various citizen groups have slightly different concepts of 
policing. In general, citizens desire policemen that are 
"helpful", "courteous", and "tactful". There concerns are 
directed primarily towards the policeman as he fulfills the 
public servant role. Under non-threatening conditions, 
citizens tend to piace lower priority on the police roles of 
daw enforcement and maintaining social order. It has also 
been shown (Pugh, 1975) that policemen themselves see the 
qualities and roles of the public servant as important. The 
policeman's first emphasis, however, appears to be the roles 


of maintaining order and law enforcement. 


When, for this research, policemen were asked to judge 
the job performance of the subjects in this study, it was 
realized that their concepts of policing would shape their 
judgment. (Of course any rater's concept of policing would 
affect that rater's judgment of police performance.) It may 
even be possible that police sergeants! assessments may 
select the 'poorer' policeman (in terms of another societal 
grouping's definition) as ‘very good! and vice-versa. This 
approach, then, has caused a type of criterion deficiency. 
Using policemen as raters will obviously result in the 


exclusion of citizens' viewpoints. 
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Justification for proceeding with this research. The 
method of using police sergeants as raters can be justified. 
It was mainly other policemen (staff-sergeants, sergeants 
and constables) that viewed the daily job performance of the 
subjects in this study. Also, police views on policing, are 
views based on eher once and consideration of the wide 
spectrum of police work. For these reasons the use of 
police sergeants as raters was considerd. In any case, a 
survey of their views of policing was undertaken and was 
found to compare favorably with that of citizens in this 
community (Pugh, 1975). It was also pointed out that 
citizens generally favored police performance in thus 
community (Alberta Bureau of Statistics and the Edmonton 
Police Commission, 1976). It was concluded that the police 
sergeants would give as valid a performance appraisal as was 
possible to obtain. It is recognized that this measure, as 
a criteron, has deficiencies that must always be considered 


when reviewing the results of this study. 


It should be pointed out that other methods’ for 
obtaining a criterion are available. For example, it would 
have been interesting to have had raters assess policemen 
directly on certain qualities, roles or concepts 
(e.g.,courtesy, public relations skills) in addition to 
having them assessed on "overall performance". Whether the 
results would have been vastly different from what occurred 


in this study poses another research question. 
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What will follow now is the more formal review of the 
literature, In considering these studies the reader is 
cautioned to always take into account the job performance 


criterion that is being used. 
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CHAPTER II 


LITERATURE REVIEW 


Intellectual _Level_of Policemen and Police Recruits 


Descriptive Studies: Average intelligence test scores 


=: — a ema SES aes aon we ee ee ee ae ee a 


of policemen and police recruits. Intelligence tests were 
among the first psychological tests to be developed. They 
were frequently used in measuring the intellectual 
development of police applicants and policemen. Primarily, 
for the earlier studies two measures of intelligence were 
used, the Standford Binet Intelligence Test (Terman, 1916) 
and the Army Alpha Intelligence Test (War Department, 1919). 
Many of the studies that were conducted before 1940 are 
reported in Table 3. AS can be seen from the average 


percentile scores most police departments in these earlier 


times had policemen with above average intelligence. 


Many of these earlier studies concerning the 
intelligence of police officers were gathered from _ the 
"National Crime Commission's Report on the Abstract 
Intelligence of Police Officers" (1928). fhis early report 
recommended that a minimum intelligence score of 65 on the 
Army Alpha (57th percentile) would be a good standard when 
considering police recruits, with a score of 1054 (S5th 
percentile) as a desirable additional qualification. FOr 
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Table 3 


Early Intelligence Scores 
of Police Applicants and Policemen 


Group n Standford Binet IQ Percentile 


| 
| 
| 


Policemen/Firemen 


Merril (1927) 


i 

i 
Applicants, Detroit { 30] median = 80 12n26 
Terman and Otis, (1917) | { { 

i | { 
Police Applicants i | { 
Detroit 14108] median=13.1 yr. { 40 
Ostrander (1925) { | | 

i { { 

| ES ee eae 

| {Army Alpha Score | 

| bE She wen who worn 
Police Officers {| 17{ Lieutenants, i 
Detroit, i { mean = 58 C7450 
Thurstone (1923) { 34{ Sergeants, | 

j ij mean = 55 { 47 

{307{ Patrolmen, | 

| { mean = 71.4 PL <6e 

Applicants for | ] | 

patrolmen, San Diego i 644 median = 76.5 iaa6? 
(1928) * { I l 

j | { 
Men in Maryland State j | { 
Police Training School {| 50j median = 100 {| 782 
(1928) * i i i 

i { | 
Men in police { i { 
school of instruction {321] median = 116 Piss 
Los Angeles, (1928) * | i 

i | i 
Policewomen { | | 
Washington, D.C. {155j] median = 144 {096 
(1928) * i ( | 

j { i 
Policemen { { { 
Berkley, California { 26] median = 149 j 97 
(1928) * i | l 

| | | 
Applicants in Palo | | { 
ante, Cals rornia j113{ mean = 104 ey = 

| | i 

{ | i 
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police sergeants an Army Alpha score of 90 (68th percentile) 


was seen aS a minimum requirement. 


Problems were noted in the National Crime Commission 
report when the intelligence of a policeman was extremely 
high. Two police departments {Palo Alto, California and 
Berkley, California, see Table 6) indicated that those 
policemen with very high intelligence were leaving police 
work in a relatively high frequency. The foliowing con- 
clusions were reported. 

It will be noted ... that the men who voluntarily 

left the Palo Alto police force made the 

astonishingly high mean Army Alpha score of 171.5 

(98th percentile). Mr. August Vollmer reports too 

that in Berkley he had some difficulty with police 

officers whose Army Alpha score is unusually high. 

It would be a fallacious procedure to draw 

positive conclusions from such meager data but the 

Palo Alto facts and Mr. Vollimer's observations may 

be indicative of the fact that there is a maximum 

amount of abstract intelligence which may 


eliminate applicants for police work as certainly 
as failure to possess a minimum amount. (p. 78) 


These early studies have shown that the intelligence of 
police officers varies from department to department but 
generally is above average. Also evident is the possibility 
that extremely intelligent police officers tend to leave the 


police force at a higher frequency then others. 


A different conclusion has been draw from another 
Study. 2ebain e(a9gs9) Oi neansoftenscitedecarticle’ statedy that 
"at least 75 per cent of the policemen in the country are 


mentally unfit for their work" (p. 452). This statement was 
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based on the assumption that policemen should score above 
120 on the aes Alpha intelligence test. This would require 
policemen to be at the 90th percentile or above in 
intellectual functioning. In the light of previous findings 
up to this time this statement calls for very high 
intellegence test scores with no validating information to 
insure that those with very high scores would be the best 
policemen. In fact, as has been previously cited, it 
appears that highly intelligent policemen during this time 
period tended to leave police work more often than others. 

Bain's conclusions have to be considered in terms of the 
times to which they referred. It appears that he was 
calling for more intelligent policemen during a time period 
when other studies had indicated that the highly intelligent 
policemen did not remain with the job. Because the role of 
the policeman is changing it is suggested that in 1939 
Bain's conclusion may have been in error. In more recent 
years, however, the very intelligent policemen have remained 


on the job as will be pointed out below. 


More recent studies involving intelligence tests and 
police recruitment 4Ba0 have indicated that intelligence 
test scores were generally above average but varied widely. 
A number of studies were based on New York City policemen. 
Neiderhoffer (1967) reported that: "During the past ten 
years the average IQ for a class of recruits at the New York 
City police academy has been approximately 105" (p. 33). 


McManus, Griffin, Wetteroth, Boland, and Hines {1970) have 
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pointed out that the average IQ of New York City recruits 
varied considerably. For example they reported that recruit 
test results on the Otis Quick Scoring Mental Abilities Test 
(standard error of measurement = 3.0) (Otis, 1939) for the 
graduating class of October 1964 averaged 109.55 (75th 
percentile) while in May 1965 the average was 93.19 (32nd 
percentile). The authors concluded that the reasons for the 
high variability of intelligence test scores within their 
research was dependent partially on the availability of 
potential recruits. It was suggested that standards for the 
acceptance of recruits changed according to external factors 
(health of economy, unemployment, educational possibilites, 
salaries, etc.). These external factors appear to be 
directly related to the year to year variation in the 


average intelligence scores of new policemen. 


Fenster and Locke (1973) examined the intelligence of 
experienced New York policemen with an average age of 31.51 
years. The authors compared 178 policemen enrolled in 
college courses with 174 policemen who were never enrolled 
‘in any college courses. Two matched control groups were 
also tested; 93 college civilians and 178 non-college 
civilians. The average scores of these four groups on the 
Otis Quick Scoring Mental Abilities Test were: college 
enrolled policemen, 114.79 (82nd percentile); non-college 
policemen 110 (75th percentile), college civilians 116 (83rd 
percentile), non-college civilians 102 (51st percentile). 


These authors concluded: "It can safely be said that the 
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intelligence of the average policeman in New York City is 
Significantly higher than that of the general population" 
(p.- 280). This conclusion when considered after reviewing 


the other New York studies appears to be correct. 


In Portland, Oregon a number of descriptive studies of 
the average I@ of policemen have also been conducted. Kole 
(1962) and Matarazzo, Allen, Saslow, and Weins (1964) 
reporting from the same data found that average Wechsler 
Adult Intelligence Scale (WAIS) IQ score for a group of 
successful police applicants in Portland, Oregon was 112 
(80th percentile). The authors commented on this high 
average by stating the following. 

Thus, aS a group, they represent men who, endowed 

With good intellectual abilities which they have 

not fully developed or tested, often in their own 

words turn to police work and firefighting as 

career choices next best to the business and other 
professions for which they qualify but for which 
their educational limitations, lack of knowledge, 

or lack of opportunity prevent them from entering. 

(Matarazzo, (etcals, 1964 ps 133) 

Two other studies based on this same police department in 
Portland Oregon also have reported above average 
intelligence scores for police officers. Matarazzo, Wiens, 
Matarazzo, and Manaugh (1973) found an average IQ score on 
the WAIS of 118.1 (89th percentile) for 29 police recruits. 

Zaice (1962) compared the Army General Classification Test 
(AGCT) (War Department, 1947) scores of patrolmen, 


detectives, and command personnel in the Portland Oregon 


police department and also found above average scores. He 
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obtained the following results: patrolmen 123, detectives 
A267 command 130. Zaice's results suggested that the more 
intelligent policemen were remaining with the Portland 
police force and being promoted. The overall average for 
Zaice's three groups placed these Portland policemen at the 
90th percentile. All of the studies reporting on subjects 
from the Portland, Oregon police department have indicated a 
very high average intelligence for its policemen for this 


recent time period. 


It should be noted that the Portland Oregon police 
department may not be typical of most police departments. 
Fenster and Lockets (1973) study, which was reviewed 
previously, pointed out the following. 

However, it should be noted that ... 40% of the 

Portland, Oregon, police department is college 

educated; this is not typical throughout the 

country. (p.- 276) 

This fact should be considered when reviewing studies based 
upon members of the police department in Portland. It would 
be in error to develop conclusions about policemen in 
general after reviewing studies based only on policemen in 


Portland. 


Criterion Studies: The relating of intelligence test 
scores to job performance measures. Of high importance for 
police personnel departments are studies which relate police 


performance with intelligence test score results. Thweatt 


(1972) compared the intelligence scores of new policemen who 
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left the police force with a norm group of remaining 
experienced policemen. He found that the group mean for the 
intelligence scores (Otis Test of Mental Ability) of fifty 
experienced officers and sergeants on the Tuscon Arizona 
police force was 111 (76th percentile). From a group of new 
recruits he reported that the IQ scores of those who dropped 
out of the force was 118 (89th percentile) and that this 
mean score was Significantly higher than the norm group of 
the fifty policemen. He stated: 

Although one would want bright normal men on the 

force, it is clear that the very bright do not 

Stick with the force. (p. 62) 
These findings tend to support those reported in an earlier 
study (National Crime Commission, 1928). Thweatt has 
concluded that the “bright normal" men did not remain with 
police work as often as those in the average range of 
intellectual development. Thweatt suggested that these 
results implied that policemen in the 75 to 100 percentile 
range for intelligence test scores may have a higher dropout 
rate then other policemen. This conclusion, however, was 
not well substantiated. Thweatt's study failed to indicate 
the IQ scores of the recruits that did not resign. Only the 
comparison in IQ between the dropouts and the experienced 
norm group was reported. This omission weakens the impact 


of the conclusions that can be drawn from Thweatt's results. 


Dubois and Watson (1950) compared the intelligence test 


scores of the two classes of police recruits (n =129) in St. 
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Louis, Missouri with a number of follow-up variables which 
included marks in training school and performance ratings 
after ten weeks on the job. Dubois and Watson found that 
the Army General Classification Test (AGCT) correlated with 
training school marks for the two classes, r=+.54, r=+.50. 

This result suggests that training school marks can be 
partially estimated from intelligence test scores. When the 
AGCT was correlated with performance ratings, the 
correlation was low, r=+.10. This on-the-job performance 
rating correlation can be questioned. These new policemen 
were rated after ten weeks of work as policemen. It would 
be difficult for a beginning policeman to demonstrate his 
proficiency after this short period of time. Also 
difficult, would be rating an individual after observing hin 


at his job for only the first ten weeks. 


Mullineaux (1955) gave this same test, the AGCT, to 
recruits in the Baltimore, Maryland police department. He 
reported that the AGCT correlated with police academy marks, 
r=+.73. This finding supports those of Dubois and Watson 
(1950) indicating a positive relationship between 
inteiligence test scores and marks in the training academy. 
Also in support of this finding is the study of King, 
Norrell, and Erlandson (1959). They have reported that a 
language test score and a reading test score yielded the 
best prediction of first term grades for policemen in the 
police academy, R=+.56. The studies of Dubois and Watson, 
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agreement that marks in police training school can be 


predicted from intelligence test score results. 


Similar results were also found in the study of Mills, 
McDevitt, and Tonkin (1966). They tested two groups of 
Cincinnati Ohio recruit policemen. The AGCT scores 
correlated with rank in training class, r=+.595, r=+.780. 
The AGCT scores, however, did not differentiate between 
those who completed training and those who did _ not. From 
these results it appears that little or no relationship 
between) dropouts .and intelligence scores exist. This 
finding does not support Thweatt's (1972) conclusion that 
"the very bright do not stick with the force" (p. 62). (it 
should be noted that Thweatt's conclusions were drawn from 
post academy performance measures and therefore are not 
entirely comparble to the study of Mills, et al. 1966). In 
general however, a number of studies have suggested that 
intelligence test scores and police training marks are 


highly related. 


Bass, Karstendiek, McCullaugh, and Pruitt (1954) 
correlated beee Wonderlic Personnel Test (Wonderlic, 1961) 
with performance ratings and found correlations of r=+.19 
for 37 city police in Baton Rouge, Louisiana, and ©r =+.26 
for 22 Baton Rouge area deputy sheriffs. These results 
comparing intelligence test scores with job performance 
ratings are similar to those of Dubois and Watson (1950). 


The correlation between intelligence test scores and 
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performance ratings appears Minimal, being Slightly 


positive. 


From these studies concerning the intelligence scores 
of police officers and the relationship of these scores to 
job performance measures the following conclusions can be 
drawn. 

(1) The average intelligence of policemen varies 

among police departments. In the majority of 

articles reviewed the intelligence of policemen 

was above the population average. 

(2) Intelligence test scores of police recruits 


appear to be Significantly correlated with their 
marks in police training. 


(3) Intelligence test scores are not highly 
correlated with performance scores. This 
relationship appears unclear. It has been 


reported that extremely intelligent policemen tend 
to leave police positions more often then other 
policemen. This occurrence could cause a 
curvilinear relationship between intelligence test 
scores and performance ratings. 


ee re ee eee es ee ee te eee 5 ee ee ee ee a ES ee 


Early pypete to discover police interests and 
aptitudes began in the 1930's. Diehl, Patterson, Dorvak and 
Longstaff (1933) found that a superior group of policemen 
(captain's ratings) did better on the Pressey Clerical 
Aptitude Test than did the average and below average group. 
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Such tests would seem to have little vaiue in 

identifying the highly efficient policemen; their 

only value seems to be that they identify the 

inefficient policemen. (p. 45) 
With reference to mechanical ability the authors stated that 
“... policemen are not different from men in general in 
their ability to mechanically manipulate" (p. 53). They 
also found that as a group policemen were superior to the 
general population in clerical speed and accuracy. The 
authors reported that the "superior" police group did much 
better in number and name checking than did the "poor" 
group. From these results it appears that superior 
policemen in the 1930's scored well in comparison with 
populations norms on tests indicating clerical skill which 


included number and name checking. 


Results from the Strong Vocational Interest Blank 
(SVIB) have often been reported for policemen. It should be 
pointed out, when interpreting SVIB results, that the 
criterion groups with which the test-takers are compared are 
divided as follows for each scale of the test. Three 
fourths of the men of the criterion group (e.g. policemen 
choosen to establish the norms for the "policeman" scale) 
score in the 'A* category, one fourth in the 'B*' category, 
"a rating of ‘'C* means 98 to 100 percent of the criterion 
group score higher" (Berman, Darley, and Patterson, 1934, 
poL2tz).. These categorizations should be referred to when 


considering the results of the SVIB. 
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Berman, Darley, and Paterson (1934) were among the 
first to examine the interests of policemen as measured by 
the Strong Vocational Interest Blank (1933). They used test 
results of policemen from the city of Duluth. This group of 
policemen formed part of Strong's original criterion group 
for the "policeman" scale. This scale was developed to 
separate interests of policemen from the interests of "men 
in general". The experimental procedure included having the 
captain rate the policemen for performance efficiency. The 
ratings resulted in the following groupings: Group I--43 
subjects above average, Group II--44 subjects average, Group 
Iii--36 subjects below average. On the "policeman" scale 
all three performance groups of policemen averaged in the 
"A" category of "policeman" interest indicating that high 
police interest (as compared with "men in generai") was not 
correlated with good job performance. The authors reported 
interest scales that differentiated the policemen according 
to job performance. 

Groups I and II are in every case more interested 

than Group III in occupations involving social 

contacts (YMCA Physical Director, Personnel 

Manager), whereas the lowest efficiency group 

tends to be undifferentiated from people in 

general with respect to such interest. (p. 228) 

From this early study two conclusions are suggested. First, 
the "policeman" interest scale was valid for predicting 
police interest but not valid for predicting police 
performance. Second, above average policemen showed more 


interests in social contacts than did other policemen. 
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These results suggest that because policemen do not differ 
greatly on the "policeman" interest scale, interest scales 
other that the "policeman" scale may be better predictors of 


future job performance. 


Fraser (1949) had the Strong Vocational Interest Blank 
sent to 325 R.C.M.P. who were centered around Edmonton 
Alberta. Three humdred and eight subjects completed and 
returned the answer sheet. These volunteers had been 
previously divided into four groups, three criterion groups 
based on performance efficiency ("most efficient", 


"mediocre", "least efficient") and a fourth group of new 


members. All four groups averaged in the 'A' category on 
the "policeman" scale. It was also shown that the 
"efficient" policemen scored Significantly higher on 
"personnel director", “public administrator", and 


"occupational level" and significantly lower on the scales 
"musician", "architect", "dentist", "engineer" and 
"chemist". Fraser's results suggested that policemen have 
high interests in directing others and low interests in many 


positions that could be described as "professions". 


Kates (1950) tested 25 volunteer New York city 
patrolmen with the SVIB, a job satisfaction questionnaire, 
and the Rorschach (scored with the Munroe Inspection list 
which includes a measure of maladjustment). The mean 
"policeman" scale score was 40.6 (category 'B'). This score 


is significantly lower than the criterion group of policemen 
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used by Strong. Kates's measure of job satisfaction 
correlated with the "policeman" scale, cr =+.35. This 
correlation was in the positive direction and, although 
small, indicated that a significant relationship between job 
Satisfaction and job interest as measured by the SVIB 


occurred. 


Dubois and Watson (1954) also used the SVIB in testing 
two recruit classes. They found that the scores of most of 
the recruits on the "policeman" scale were in the "A! or 'B! 
category. Academic grades in the police academy were 
Slightly negatively correlated (r = -.09, -.12) with the 
"policeman" scale. These correlations were insignificant 
and may have been caused by a chance effect. However, the 
inverse relationship between police academy grades and 
police interest may indicate that among a group with above 
average intelligence the siightly lower in intelligence 
(although still above the population average) have interests 
Similar to the criterion group that was used to develop the 


"policeman" scale. 


The iti’ also gave a speed perceptual task (Figure 
Matching Test) which correlated significantly with academy 
grades, r = +.29. They also found that other object 
manipulation tests (Bennett Mechanical Comprehension Test 
and the Minnesota Paper Form Board Test) correlated 
pesatavely,. Cr u=8+526 7 64.29, fF. 3078%. 29) ‘with gradestin@the 


police academy. A measure of job performance after 10 weeks 
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on the job showed no significant correlations with any of 
the variables in the test battery. This finding may not 
have been unexpected as 10 weeks of job performance is a 
limited time period over which little differentiation among 
recruits would be expected to occur and be noticed by 


raters. 


Zaice (1962) reported a descriptive study on 104 
experienced policemen in Oregon. The scores on the 
"policeman" scale of the SVIB ranged from 22 to 62 with a 
mean Of 45 (which falls within the ‘A category). When 
policemen were separated according to rank their mean Scores 
on the "policeman" scale were: command, 43.4 (UBT): s 
detective, 46.0 ('A*"); patrolmen, 45.3 ('A'). It should be 
noted that the command group had an 'A*" average on "public 
administrator". The other noted high scores for the entire 
group were: "production manager", "farmer", "printer", 
‘taviator", “public administrator", “senior CPA", and "credit 
manager", This study was not predictive of future 
performance as a policeman. It offered no correlational 
coefficients between interest scores and job performance 
measures. The results, however, did serve to validate the 
"policeman" scale. The entire police group, as mentioned, 


averaged within the 'A' category on the "policeman" scale. 


Matarazzo, Allen, Saslow, and Wiens (1964) gave the 
SVIB to policemen (n=112) and firemen (n=124) in Portland, 


Oregon. Police applicants scored highly ('‘'B+t" or more) on: 
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"farmer", “aviator", "printer", "“math-science teacher", 
"policeman" - (average = 46, or "A'), "public administrator", 
Hsentora, CPA". When comparing policemen and firemen 


applicants differences were noted. 


Young policemen are more oriented towards jobs 
involving working with people {...), while young 
firemen are oriented towards occupations reguiring 
work with one's hands or the business world.... 
It was our clinical impression that firemen and 
policemen applicants do differ with the former 
being the rugged, outdoor, family handyman type of 
person and the latter the more intellectual, 
professional-type person. {p. 129) 


This research again validated the "policeman" interest scale 
by differentiating this police group from the norm group of 


men-in-general. No predictive relationships between 


interests and job performance were reported. 


Thweatt (1972) tested 50 experienced officers and 
sergeants on the Tuscon Arizona Police Force with the SVIB. 
He also tested an experimental group of 105 recruits. The 
experienced group had a mean on the "policeman" scale of 
34.86 ("B-"). Thweatt reported the following concerning the 
"policeman" scale score. 

This statistic is somewhat misleading as three 

distinct groups tended to show up. About one 

third of the men had scores highly like policemen; 
about one third had scores in the social service 
areas, i1i.e., like social workers, and the last 
third fell into what among police applicants might 


be called "frustrated professional scores", i1.e., 
doctors, lawyers, engineers, etc. (p. 61) 


Among the recruits Thweatt reported that the scores of the 
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dropouts were significantly lower on the SVIB "policeman" 
scale than were those of the norm group. "Among the 
dropouts, all the patterns fell into the category of 
'frustrated professionals' previsouly described as 
unresolved envy for prestige occupations" (p. 61). (It 
should be noted, as mentioned previously, that Fraser's 
results (1949) also indicated that the most efficient 
policemen had low interest in other professions). In 
Thweatt's study the dropout group had a mean of 25.76 on the 
SVIB "policeman" scale compared with the norm group mean of 
34.86. The mean score of the remain group of recruits is 
not given. if Thweatt's results were erroneously 
generalized to the entire police population it might be 
concluded that the "policeman" scale is losing its validity 
for predicting interest in police work. A score in the '-B! 
category for the norm group of policemen on the "policeman" 
scale suggests that the scale was not an accurate reflecton 
of police interest for the policemen in Tuscon involved in 


Thweatt's study. 


If all of the studies previously cited concerning the 
SVIB are considered, it may be concluded that the 
"policeman" scale has had fair success in discriminating 
policemen from men-in-general. The averages of this scale 
on studies reported above are as foilows: Berman, et 
al. (1934), scale score of 45 ("A"); Fraser (1949), scale 
scorecoverr4oo*A'); Kates (1950), scale score °6f 4026 


(*B'); Dubois and Watson (1954), scale score over 35, ('A' 
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or 'B'); Zaice (1962), scale score of 45 ("A"); Thweatt 
(1972), scale score of 34.86, ("B-'). For the purpose of 
prediction, however, none of these studies has reported any 
Significant correlation between the "policeman" scale and 


on-the-job performance measures. 


In a recent article by Johansson and flint 9 61973) Mithe 
up-dating of this “policeman” scale to present population 
norms waS reported. The criterion group selected were 196 
Minneapolis Minnesota policemen who “had at least three 
years experience and ... liked their job" (p. 40). The 
responses of these policemen were contrasted with the 
responses of a men-in-general sample of 1000. Seventy-four 
items that differentiated the two groups were aggregated to 
form a new “policeman” scale. The authors reported the 
following characteristics of the policeman group. 

The items the policemen "liked" more frequently 

than the men-in-general group fell into three 

broad categories: militaristic, cisky, and 

mechanical. For example, a greater percentage of 
policemen than men-in-general said they would like 

to be a "military officer", participate in 

“military drill", be with "military men", and 

“dri lbedsoldiers: They responded more favorably 

to risky types of activities, such as being an 


“Hauto.- cacer", an. \"“airplane; pilot",) or a “secret 
service man", "pursuing bandits in a sheriff's 


posse", and engaging in "thrilling dangerous 
activities over quiet safe activities". The 
policemen also felt they had "mechanical 
ingenuity" and expressed more interest in 
mechanical avocations than the men-in-general 


group by making positive responses to such items 
as “auto mechanic", "carpenter", “shop foreman", 
"mechanical drawing", and “adjusting a 
carburetor". 


--- Results showed that the Minneapolis policemen 
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had about the same social service types of 
interests as the men-in-general sample, but two 
items differentiated the groups---policemen had a 
greater liking for "giving first-aid assistance" 
and considered themselves “able to smooth out 
tangles and disagreements between people", 

(p- 41) 

This scale was validated on a number of police groups and 


the results are reported in Table 4. 


One interesting finding from this research is that on 
the masculinity-femininity scale policemen had a very high 
mean, 59, ‘indicative of strong authoritarian-structured 
types of interests" (p. 42). Because of the importance of 
authoritarian attitudes the relationship of this variable 
with job performance should be considered in future 


selection studies of policemen. 


In contrast to the previous study that found 
differences between policemen and the average citizen, the 
study of Thorndike and Hagan (1959) found no differences 
between policemen and a selected group. They reported 
interesting results upon following the careers of 17,000 
airforce cadets tested for intellectual, numerical, 
perceptual-spatial, mechanical and psychomotor aptitudes 
during World War II. One hundred and nineteen of these men 
had become policemen by 1955. It was reported that the 
policemen did not demonstrate any very specialized aptitudes 
as measured by the original tests. Except for eye-hand 
coordination the police group scores were below the average 


airforce cadet but within the normal range for this group. 
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Table 4 


Means Scores on the "Policeman Scale" 
As Reported By Johansson and Flint (1973) 


ee se ee ee te ee ce ee re er ene er es ee es ee Se ee ee ee ee ee es Se ee 


Sample N Mean S2Ds 
1969 Minneapolis policemen $6 5650" F050 
1969 recruits (tested 12/69) 25 41.2 hehe 
1969 recruits (tested 6/70) 22 GS. O0e 117 
1969 recruits (tested 9/71) 21 46.3 Cat 
1970 recruits (tested 4/70) 25 48.3 8.2 
1970 recruits (tested 9/71) 23 44.8 930 
1971 recruits (tested 9/71) 29 G7.4 10.4 
1967 Utah County Sheriffs 111 50.4 9.4 
1968 Minnessota Highway Patrolimen 288 49.4 oa2 
1968 Racine, Wisconsin Policemen 4 4 Sent Sa | 
1968 University of Missouri Policemen 38 47.0 10.5 
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In recent years the approach of correlating aptitudes 
with job performance has been used infrequently. Holmes 
(1951) tested 56 civilian security guards in Benicia 
Arsenal, California. He found that technical reading 
(patterned after U.S. Army technical bulletins) and a 
Spatial relations test produced a combined R of +.50 when 
correlated with a composite rating of success on the job. 
The author reported that the subjects score on ‘spatial 
relations' correlated with success, r = +.43. He commented 


as follows. 
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Its (spatial relations) importance could depend 
upon the value of such an ability in predicting 
the discriminating acuity of a patrolman in 
detecting whether or not the physical objects on 
his beat had or had not been tampered with. 
{ps 399) 


Marsh (1962) aiso correlated aptitudes with the job 
performance of 619 deputy sheriffs. He reported that a 
clerical task, number series completion, was the best 
predictor of job performance after 8 years on the job. It 
waS indicated that those who scored above the Jard 


percentile were more likely to be successful. 


Azen, Snibbe, and Montgomery (1973) foliowed up Marsh's 
(1962) study and reported furthur findings for a 20 year 
period. They concluded that: 

The principal result of the stepwise-discriminant 

analysis is that the Kuder Mechanical score 

emerges aS the most generally useful predictor of 

the criteria (since it predicts 3 of the 6 

criteria). (p. 191) 

The Kuder Mechanical score was positively related to "job 
type" (patrol or other), "average supervisor's ratings" and 
"rank status" (promoted or not). A discriminant analysis 
probability of correct classification ranging from 63% to 
72% was demonstrated. These results indicate that 
mechanical ability as measured by the Kuder Vocational 
Preference Record was a good predictor over a 20 year period 
of job performance. This interest in "mechanical" gives 


support to the previously reported findings of Johansson and 
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Flint (1973). 


Blum (1964) gave a battery of tests to each recruit 
hired in a "major metropolitan police force" in the years 
1956-57. Seven years later each recruit's file was reviewed 
and performance measures on a variety of criteria were 
estimated. The SVIB was one test that was included in the 
battery and the following results were reported. Number of 
vehicle accidents ccrrelated postively with: "physician" 
scale, r=+.30; "psychologist" scale, r=+.28; and "physicist" 
scale, r=+.26. Number of serious formal charges correlated 
r=+.23 with the "“author-journalist" scale. Serious 
misconduct correlated r=-.28 with the "physician" scale. 
The "carpenter" scale correlated r=-.24 with commendations. 
The "policeman" scale correlated r=+.22 with days lost due 
to illness. Injuries correlated r=+.22 with the "physicist" 
scale and r=-.18 with the “carpenter" scale. Blum has 
stated that: "Rather oddly the carpenter interest scale most 
often correlated, always negatively, with performance" 


(pn. 130). 


The unexpected (but low) positive correlations between 
the Pprofessions “of "physician"; -©“psychologist";, -Tauthor—- 
journalist", and some of the negative performance measures 
supports Thweatt's hypothesis that within a police 
population there is a group of "frustrated professionals". 


Blum's results tend to validate this conclusion. 


A number of other studies have included measures of 
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police interests. These studies, along with those already 
presented are shown in Table 5. The studies are grouped 
according to frequently occurring categories. Those 
variables that are correlated with a criterion are indicated 


by 'cWC* ( Correlated With Criterion). 


The interest areas that seem to occur most fregquently 
related to good job performance are the mechanical 
("mechanical ability", "technical reading", "spatial 
relations") and clerical ("number and name checking", speed 
perceptual tasks). High scores on scales such as 
"physician", "psychologist", "ohysicist", "author- 
journalist", and "carpenter" appear to have an inverse 
relationship to job performance. A replication of these 
relationships with later on-the-job performance would 
provide police selection officers valuable information for 


interpreting police interest test scores. 
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Personality characteristics are often cited as _ being 
very important when considering applicants for the postion 


of policemen. Vollmer (1947) recognized this problem. 


All individuals have certain personality traits 
and characteristics which are not observable in 
routine police examinations and interviews, and 
which can only be detected by experts trained in 
this work. Unfortunately, many of these 
characteristics will render an individual 
completely unfit for police service, regardless of 
his other qualifications. Among those traits are 
inability to get along with fellow workers, 
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Table 5 


Interest Areas of Policemen 


SOCIAL CONTACTS 


Meterrazzo, Allen, Saslow and Wiens(1964) 


Thweatt(1972) 


Thorndike (1959) 


Diller an(196h) 


Kolres(1951) 
Cerneann( 1958) 
Super and Crites(19¢2) 


Diehl and Patterson(1933) 
Holnes(1951) 


Dudois and Watsen(1954) 


Vex 


Diehl, Patterson, Dorvak 
Diehl and Pattersor.(19335 


Debols and Watson(1954) 


SPORTS 


INTERESTS ARFAS NOTED 


Above average and average police groups were more interested in social contacts than 

the below averace group. ‘They were high on ‘YMCA director' and 'personnel manager'. (CWC) 
Police applicents on Mader high on ‘social service’. 

Police score over E+ on ‘'math/seience teacher’. 

Police applicants let on ‘minister’. 

About one third of experienced officers had high scores in social service area, like 
social workers. 


Policemen score above sverage on eye-hand coordination. Biographically information 
indicated they did well in pnysical training. 
High rated group of policemen mention sports as the nicest experience in youth. 


MEMORY AD CBSERVATION 


HUMBER AnD NAME 


, 
Good security gairds score higher on spatial relations (CiiC, re +.43) 
Cites study where memory and observation found to be uninportant. 
Police average eround the 27th percentile on spatial visualization. 


CHECKING 


Superior group better in number and name checking than poor group. (CxC) 

Good security geurds high on technical reading (patterned after U. S. amy tecanical 

bulletins). CWC, r ~ +.50, 

Found that police anplicants who scored over the 73rd percentile on nunber series 

completion were more ept to be successful. 

Silhovette matching correlates with final marks, r= +.25,2.29. B . 


MECHANICAL ABILITY 


and Longstaff(1933) 


CLERICAL TESTS 


Diehl, Patterson, Dorvas and Longstaff(1933) 


Spautding(i.9'8) 
Gough (1955) 


Metarrazzo, Allen, Saslow and Wiens(1965 


Berman, Darley and Patterson(193)) 


Kates(1950) 
Dubois and Watson(1954) 
Gough(1955) 
Zaice(1962) 


POLICE INTEREST 


Matarrazzo, Allen, Saslow and Wiens(1964) 


Threatt(1972) 


Gough(1955) 
Zaice (1962) 


LEADEXS!:IP 


Matarrazzo, Allen, Saslow, and Wiens(1964) 


Gough{ 2955) 


ADVENTURE 


Matarrazzo, Allen, Saslow and Wiens(1964) 


Zaice(1962) 


Gough(1955) 
Laice(19@2) 


TARVER 


Matarraczo, Allen, Saslow and Wiens(1964) 


Kates(1950) 
Therndike(1959) 


Policemen are not different from men in general on the ability to "nmenipulate rechanically”. 
Superior police scored hikher on O'Connor Tweezer Dexterity Test than the below 

averese police group. (CHC 

The Bennett Mechanical Comprehension Test correlated with final marks, r= +.28,+.29. 


A superior group of policeaen did better on a clerical aptitude test than did the 
averaze group. (CwC) 

Police a3 a group score low on ‘computational’ and ‘clerical’. 

Policemen score high on ‘printer’. 

Policemen score high on ‘printer’. 


SCALE GN The STRONG VOCATIONAL INTE 


The policenan scale did not differentiate superior and poor policezen. (CwC) 

Tne mean score on this scale for a group of experienced policesen was 5+ (40,6). 

Scores of most recruits were A or B+, There was a slight negative correlation with grade. 
Policemen score over B+. 

Tested three groups of policezen; scores on this scale were: command 43 (Bt), detectives 46 “A), 
patrolmen 45 (A). 

Police applicants group average A. 

Experienced policemen average 34.86 (B). Scores of teruinators fron force significantly 

lower, 25.76. (CWC) 


Policemen average: B+ on ' public adminsttrator’. They also score over B+ on ‘interest maturity’. 
Policemen score high en 'sentor CPA','production manager', public administrator’. 
Police recruits score high on ‘public adzinsitrator' and'senior CrA'. 


Policemen high in 'masculinity' and ‘aviator’. 
Police applicants high on ‘aviator’. 
Policemen high on ‘aviator’. 


Folicemen score high on 'farmer'. 
Pelicenen score high on ‘farmer’, 
Folice applicants score high on ‘farmer’. 


ARFAS OF LOW INTEREST FOR POLICE 


Matarrazzo, Allen, Saslow and Wiens(1964) 


Theeatt(19/2) 


With experlenced policemen ‘occupational level’ correlates neratively with job satisfaction, 
Bloprapites) informaiton on police show them wlth Timited etucatlon, tew beoks at hone, have 

ing done poorly in alvebra, physics, and triywnometry. 

Police applicants low in: ‘artist’, ‘psycholopist','architect', mathematiclan’,physist', 
fadvertinalnw', ‘lawyer’, ‘acthor-journalist', 

Ne describes interest scores on a police reeruit. wroup. One third were "frustrated 

professional s". Mout of those from this study that ieft the force were in the "frustrated " group. 
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refusal to accept orders and instruction, 
cowardice, tendency toward brutality, and a sense 
of superiority which jeopardizes the probability 


of good public relations. Such persons if 
appointed, will inevitably have a detrimental 
effect upon the department. Frequently these 


characteristics wiil not manifest themselves until 

the officer has passed his probationary period, 

and the problem of removing him from the force 

becomes difficult (p. 189). 
Although Vollmer realized at that time that no tests were 
available that could "... infallibly measure every capacity 
of the human personality" he believed that a scientific 
approach to the problem should be developed. Studies have 
shown that ten percent of the population have or will have 
emotional problems. Police departments must be certain that 


their selection procedures will screen out individuals 


applying from this segment of the population. 


Roe (1956) has supported the concept of a relationship 


between personality and choice of work. 


No truly comprehensive work has been done with 
personality tests as such in the field of 
occupational psychology. There are many studies 
of particular groups by personality inventories, 
and a few with projective and other techniques. 
Although the evidence is not extensive, there 
nevertheless seems to be no doubt that some 
Specialized occupations, at least, do attract 
persons who resemble each other in some 
personality characteristics (p. 80). 


A number of studies have appeared in the literature 
dealing with the personality traits of police applicants and 
experienced police officers. The studies reviewed will be 


grouped into three categories: descriptive studies that 
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compare policemen's scores with test norms, descriptive 
studies that. compare policemen's scores with the test scores 
of other groups, job related studies that compare 


policemen's scores with present or future job performances. 


Descriptive studies comparing policemen with test 
norms. These studies involve administering to a group of 
policemen a personality test and then comparing the average 
scores obtained by the police group with the average scores 
of the general population as supplied by the test designer. 

The main problem with this approach is the type of knowledge 
that is obtained. Knowing the averages of a police group 
and a normative group on personality test variables and 
where individual police applicants score in relation to 
these averages gives little or no substantiai information 
about the policeman's future job performance. These test 
measures have to be correlated with job performance measures 
to have predictive value. However, test variables which 
indicate policemen are different from the average can be the 
beginning points for hypotheses concerning test variables 


that will be predictive of future job performace criteria. 


Rappaport (1945) gave the Rorschach to a group of 54 
randomly chosen Kansas State Highway Patrol. He reported 
that the police group were not representative of the general 
population. They were withdrawn, lacked colorfulness, and 
showed a limited range of interests. He commented on the 


general personality characteristics of this group of Kansas 
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State Highway Patrolmen. 


eee (A) great percentage of these patrolmen came 

from farm environments, and if compared with a 

city population would have to be considered in 

some degree schizoid (p. 29). 
As Rappaport has pointed out the rural nature of this group 
of policemen may be responsible for the qualities he has 
noted. The author's comments should be considered when 
eXamining candidates from a rural background. It should not 
be forgotten that these results may have less relevance at 


this time due to the vast changes that have occurred in the 


past thirty years. 


Kates (1950) also used the Rorschach in ae study 
involving twenty-five New VOR city patrolmen who 
volunteered to take part in his research. He used the 
Munroe Inspection List which gives a score of maladjustment 
on this test. 

The degree of maladjustment of the policemen, as 

measured by the Rorshach Test was slightly but 

insignificantly greater than that of biologists. 

Probably, the policemen, as a whole demonstrated 

aS many signs of maladjustment as may be found in 

other groups (p. 251). 

These results indicate that this volunteer group 
demonstrated an average level of maladjustment. Kates also 
compared the maladjustment scores with a measure of job 
satisfaction. He found that job satisfaction correlated 


positively, c=+.47, with the maladjustment score. This 


means that the higher the policeman's maladjustment score 
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the more it indicated job satisfaction. This correlation 
may reflect a trend in policemen to develop ae more 
"maladjusted" style of interacting with the public. The 
small size of this group and the fact that these subjects 
were only those who would volunteer their free time to take 
part in the research suggests that the results are subject 
to question and the issues involved need furthur study 


before conclusions can be drawn. 


Sterne (1960) gave the Kuder Preference Record 
(Personal) to the majority (n=49) of a small municipal 
force. He found that this group scored significantly higher 
than the test norms on the "directing others" scale and 
Significantly lower on the "seeking to avoid conflict" 
scale. Policemen as the author predicted have personality 
qualities that enable them to lead others and face 


conflicting situations. 


Three authors have tested police groups with the use of 
the Edwards Personal Preference Schedule (EPPS) and compared 
their results with the test norms. Zaice (1962) gave the 
EPPS toa "representative group of patroimen, detectives and 
command" personnel from the Portiand, Organ Police 
Department. Matarazzo, Allen, Saslow and Wiens (1964) gave 
the EPPS to 243 successive civil service applicants for 
policemen and firemen also in Portland, Oregan as part of 
the application procedure. Simon, Wilde and Cristal (1973) 


used the EPPS to test 38 male members of a police force in a 
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county of New York State enrolled in a college course. The 
results of these tests are shown in Table 6 and indicate the 
test scales that discriminate police groups from population 


norms. 


In general the studies are in agreement. Zaice's study 
which tested the most representative sample of policemen had 
confirmation on alli of the significant findings he reported 
by at least one other study. He found that the average 
policeman had high scores (above the 60th percentile) on the 
scales of “achievement", "exhibition", "heterosexuality", 
and low scores (below the 4Oth percentile) on "affiliation", 
"nurturance", and "“abasement"., Zaice commented on the type 
of person with these high and low trait characteristics. 

He does his best to be successful and attempts to 

accomplish tasks requiring skill and effort. He 

needs to be a recognized authority and will 
normally attempt to do difficult tasks well. He 
cannot be said to be shy for he seeks attention 

and is known to tell amusing stories, witty and 

clever sayings. 

ee. The policeman is not the type to show a great 

deal of affection. His job is such that he must 

recognize violators of the law and impartially 

take necessary steps to regulate members of of 

society, according to the mandates of the law. 

eee They are willing to be part of an organization 

and take orders (p. 58,59). 

From these descriptive studies that compare policemen with 
test norns the qualities of striving leadership 


("achievement" and "darectings others");,"\ courage ("not 


avoiding conflict"), an average level of adjustment, and a 
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Table 6 


Police Scores on the Edwards 
Personal Preference Schedule 


Zaice Matarazzo, Simon, 
(1962) et al., (1964) et al., (1973) 
l eae a 
Policemen jJachievement jachievement fachievement 


higher thanjexhibitionisn |fexhibitionism jexhibitionisn 
population |heterosexuality| heterosexuality ]|hetereosexuality 


norms. | jintraception jaggression* 
i jendurance* | 
| i { 
Policemen jnurturance jnurturance inurturance 
lower than jaffiliation | jaffiliation 
population |abasement { Jabasement 
norms. | jaggression* jorder 
| jautonony jendurance* 
| jsuccorance | 


eee ee es Sa ee ee ee ce ee ee ee ee ee ee Se ee ee eS a ee eee 


*Opposite results reported in one of the other 
studies in this table. 


low need for affection and sympathy from others (low scores 
on "abasement", “affiliation” and "nurturance") appear to be 
the predominant gualities of the average policeman when 


compared with general population norms. 


we ee ee ee se ee Se ee ee ee 


groups. A number of authors have compared policemen with 
other groups and have pointed out differences. These 
studies give general characteristics of the average 
policeman in comparison with other groups. One question to 
consider with these studies (and also relevant to the group 


of studies just previously discussed) is their validity. 
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Neiderhoffer (1967) has commented upon the policeman's 


"glass house" approach to studies by social scientists. 
Policemen, he states, fear "learning too much about 
themselves." It appears only reasonable that policemen when 


asked to take part in these descriptive personaltiy studies 
would try to present the best image of themselves possible. 

The differences that occur in comparison studies between 
police groups and other groups may be a result of the 
socially desirable personality that the members of these 
groups wish to portray. The results of these studies should 
be considered with this possible interpretation of the 
policeman's approach to research of this type. Lewazs 
possible that many studies presenting police personality 
profiles should be considered as an aggregrate role 


conception that police subjects view as ideal. 


Spaulding (1948) compared nurse and police applicants 
with the Kuder Preference Record. He found the police group 
higher on "social service" interests and lower on 
"Computation" and "clerical" interests. This high interest 
in "social service" would be found within the concept of the 
ideal policeman that most citizens and policeman find as 


desirable. 


Kole (1962) and Matarazzo, et al. (1964) reported from 
the same data comparing medical students and civil service 
applicants (policemen and firemen candidates). On three 


measures of emotional adjustment (the fTfaylor Manifest 
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Anxiety Scale, the Cornell Medical Index and the Saslow 
Psychosomatic Inventory) the policemen and firemen 
applicants showed a "lacking in indices of psychological 
dysfunction". These authors did not find support for this 
finding in the Minnesota Multiphasic Personality Inventory 
(MMPI) results of the civil service group. They report that 
police applicants had high scores on scales K (defensive 
responses), Pd (psychopathic deviate), and Hy (hypomania). 

This pattern of responses was described as “"biustery, 
sociable, exhibitionistic, active, manipulating others to 
gain their own ends, opportunistic, unable to delay 
gratification, impulsive, and showing some tendency toward 
over-indulgence in sex and drinking" (Matarazzo, et al., 


16h Lapetdas2ys 


These conclusions appear to be in contrast with those 
of Nowicki (1966). He used the MMPI to compare 27 policemen 
with a matched group of industrial workers. He found the 
policemen higher on Cn (which refiects psychological 


control), p< .~.10; and higher on Si ("Social introversion"), 


p< 202. He reported that policemen had better control over 
"overt impulses" and appeared to be “less out-going" than 
the industrial workers. Both groups (policemen and 


industrial workers) were more outgoing, however, than test 
norms for the general population. This fact indicates that 
these results may be similar to those of Kole (1962) and 
Matarazzo, et al. (1964), suggesting that the average 


policeman may be more outgoing ("“sociable", 
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"exhibitionistic") than the population norm. 


Gottesman (1969) compared MMPI scores of successful 
police applicants with male veterans appearing for 
counseling and found that the police group exhibited fewer 
profile deviations than the veteran group. This result is 
not unexpected. It would be presumed that policemen would 


be more stable than those who were seeking counseling. 


From these comparison descriptive studies the 
predominant qualities that emerge show that policemen are 
very | outgoing, people-directed individuals 
("exhibitionistic", "sociable") with some immature qualities 
("over-indulgent", “manipulative"). Policemen have few 


debilitating personality quaiities (have stability). 


Criterion studies: The relating of personality test 


er Se ee ee ce eS —= os owe ee eee ee 


scores to job performance measures. Criterion-related 


ee eee Se Se ee ee ee See ee eee eo Ca Se SS ee oe ee SS ee ee ew ee eS 


personality studies attempt to clarify the relationship 


between personality traits and job success. 


Criterion-related validity indicates the 
effectiveness of a test in predicting an 
individual's behavior in specified situations. 

For this purpose performance on the test is 
checked against a criterion, i.e., a direct and 


independent measure of what the test is designed 
to predict (Anastasi, 1968, p. 105). 


The “direct and independent measure" that is of concern in 
this present research is the job performance score of the 


policeman. 
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The MMPI is a personality test that has often been used 
in police studies which correlated test results with a 
criterion. Fraser (1949) in a concurrent validity study 
which involved volunteer R.C.M.P. who were divided into 
three performance groups by Officers Commanding and 
personnel officers found that the most efficient group 
scored significantly higher on the MMPI scales of hysteria 
and hypocondriasis. From these results and from the entire 
profile Fraser concluded the following. 
Specifically, the members of the least efficient 
group tend to be characterized by a less socially 
oriented (or more inward turning) mode of life 
adjustment (with more asocial behavior 
Manifestations indicated) than do the members of 
the most efficient and mediocre groups; of the 
latter two, it is indicated that the mediocre 
members are, aS a group, Slightly less socially 
oriented than the most efficient members. (pa. 74 
These results, based upon concurrent validation, suggest 


that social skills and some self-centeredness are important 


for efficiency in police work. 


Constrasting results were found by Marsh (1962). He 
inciuded the MMPI within a battery of tests given to 100 men 
who had just been appointed deputy sheriffs in the Los 
Angeles area. (The men were told that these tests were for 
counseling only.) Excellent criterion measures were 
obtained. Each supervisor involved was given a set of cards 
containing the names of subjects he supervised. He was 
asked to sort these cards into five equal categories from 


"poorest" or “least qualified" to "best". Over the ten year 
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period different supervisors ranked the subjects. ("The 
number of ratings per subject ranged as high as seven" 
(p- 42).) The correlation coefficient for two raters per 
subject was r=+.5l. On the MMPI the hypomanic scale was 
found to be a good predictor of job performance over the ten 
year period. "Subjects with T scores below 55 were much 
more likely to succeed" (p.43). A score below 55 on the 
hypochondriasis scale was also a good predictor. (It should 
be noted that Fraser's results (1949) suggested that 
policemen scoring higher on this scale tended to be more 
efficient.) Hypomania has been described by Dahistrom and 
Welsh (1962) as an affective disorder characterized by 
"over-activity, emotional excitement, and flight of ideas" 
(p. 74). Hypochondriasis is a test scale that reflects an 
abnormal concern with bodily functions. Low scores on these 
two scales would indicate stability, calmness, and lack of 
self-centeredness. It appears form Marsh's study that these 
qualities, which are reflected by low scores on hypomania 
and hypochondriasis, are important prerequisites for above 
average future job performance of policemen. The advantage 
of Marsh's study over Fraser's is that Marsh's study has 
predictive validity over ten years. Therefore, Marsh's 
results should be given a greater weight. However, the 
weakness in Marsh's study relates to the testing session. 

The subjects, as noted previously, were informed that the 
tests were for "counseling purposes only", This means that 


these subjects might have been more open and frank in this 
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Situation then in a recruitment assessment situation. 

Similarly Fraser used volunteers who were assured that the 
results would not be recorded on the their files. It would 
be erroneous to generalize these two studies to an 
assessment situation where applicants would be answering 
questions (in a recruit situation) so as to appear more 


acceptable for the position of policemen. 


As mentioned the advantage of Marsh's study is that the 
MMPI test variables were correlated with later on-the-job 
performance. When this approach is not used, and the tests 
have not been validated for the situation within which they 
will be used, interpretation of the test results is more 
dpi ficult. For example, Rhead, Abrams, Trosman, and 
Margolis (1968) were involved with the Chicago Police 
Department in selecting police candidates. They reported 
the following after obtaining the MMPI profiles of over a 
thousand police applicants. 

The group profile of the candidates exceeded the 

average on the Pd (psychopathic deviate) and Ma 

(hypomania) scales, scales correlated with a 


Willingness to take chances and with a propensity 
for acting out. (p. 1578) 


The results of Rhead and his colleagues (1968) point 
out that the average Chicago police candidate is scoring 
highly on a MMPT scale (hypomania) that may be predictive of 
poor job performance (as indicated by Marsh, 1962). 


Obviously this occurrence makes clear that descriptive 
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studies of police characteristics are of less value to 
selection officers (because they are not related to actual 
future job performance appraisals) than the predictive 


studies. 


Blum (1964) conducted a major study involving a_ seven 
year follow-up of a group of 87 systematically tested 
recruits. The test results were not used in the selection 
decision and Blum attempted to predict the subjects! job 
performance on a three point scale; one-satisfactory, two- 
questionable, three-disciplinary or efficiency problen. 
Blum had no knowledge of the applicants! background. After 
the policemen were on the job for seven years Blum found 


that the Schizophrenic Scale and the F Scale (unusual 


responses) correlated r=+.20 or higher with negative 
performance measures ("exceptional serious misconduct", 
pee *to47,) or = 1+ 2.42). These correlations over a seven year 


period indicated that some negative job behaviors were 


predictabie with the use of certain personality variables. 


Hooke and Krauss (1971) compared the MMPI test scores 
of successful candidates for promotion to sergeants with a 
matched group of patrolmen of the Kansas City, Missouri, 
police department (37 policemen were tested). The authors 


reported the following descriptive information. 
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The MMPI profiles of both the group of successful 
candidates and the comparison patrolmen peaked on 
scales .4 (psychopathic deviate) and 9 (hypomania) 
eeee Overall, so far as the MMPI is adequate to 
reflect psychopathology, both groups of police 
officers are a normal lot, exhibiting high energy 
and little neurotic inhibition. (p. 105) 
Significant differences between the two groups occurred on 
three scales. The successful candidates were higher on 
scales K (defensiveness), Pa (paranoia) and lower on scale O 
(social introversion). The authors concluded the following. 
These differences suggest that aS a group the 
successful sergeant candidates tend to depend more 
upon themselves, appear more self-confident, are 
more sensitive in interpersonal relationships, and 


are more outgoing and genial than the patrolmen. 
(p.- 105) 


The results of these MMPI studies show only one 
repeated finding. The average profile of police candidates 
peak on the scales of “psychopathic deviate" and "hypomania" 
(Matarazzo, et al., 1964; Rhead, et al., 1968; Hooke and 
Krauss, 1971) The predictive relations reported have not 
been replicated. The best studies have indicated that low 
scores on "hypomania" (Marsh, 1962), "“hypocondriasis" 
(Marsh, 1962), "schizophrenia" (Blum, 1964), and the "F 
Scale" (Blum, 1964) would be predictive of good police 
performance after seven to eight years on the job. Hooke 
and Krauss (1971) have reported that high scores on Scale K 
(defensiveness) and the scale indicating "paranoia" were 
concurrently predictive of successful sergeant candidates. 


These contrasting results among the studies reviewed make it 
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difficult to determine which personality variables are 
important in predicting future police performance. The 
differences that occurred may be a reflection of different 
police departments, different concepts of ideal policemen, 
or different ways of measuring job criteria. From these 
studies, with the lack of replication, few firm conclusions 


can be drawn concerning the predictive value of the MMPI. 


A limited number of studies report predictive results 
with other personality tests. Hogan (1971) gave the 
California Psychological Inventory (CPI) (Gough, 1969) to 
three groups of police cadets and one group of experienced 
(one year) policemen who were taking a refresher class. 
"Staff members at the Police Academy were asked to rate each 
cadet for ‘foverall suitability for police work'" (p. 681). 
The disadvantage of this type of criterion is twofold. 
First, it is a concurrent type of validation and may not be 
predictive of future performance. Second, the performance 
rating is based on the instructors' viewpoints after 
observing the subjects’ classroom behavior. Classroon 
performance may have little relationship to on-the-job 
performance. AS one might expect, the "Tntellectual 
Efficiency" scale was the best predictor (correlated most 
highly with classroom performance) for three of the four 
groups. This scale is described in the CPI test manual as 
indicating individuals who are "...planful, thorough, and 
resourceful; as being alert and well informed; and as 


placing a high value on cognitive and intellectual matters" 
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(Gough, 1969, p. 11). This test scale is in general one of 
the best predictors on this test of classroom behavior. 

Other variables that predicted the criterion fairly well 
were "Achievement via Independence" and "Well-Being". Hogan 
(1971) suggested the following concluSion. "The dominant 
theme is the importance for effective police work of 
practical functional intelligence in combination with 
sociability and self-assurance" (p. 684). This conclusion 
is a generalization which goes beyond the limitations of the 
criterion (classroom performance) used in the study. FOr 
this reason the conclusion is guestionable. This research 
should be replicated with a more representative on-the-job 


Criterion. 


Thweatt (1972) used the 16PF (Sixteen Personality 
Factors) (Cattell, Eber, and Tatsuoka, 1970) to compare 50 
experienced police officers with a group of men that had 
left the police force. The police group scored 
Significantly higher than dropouts and men in general on 
Factor G, "super ego strength". The dropout group were 
higher than the police group on Factor I, “"tender- 
heartedness". These results are confounded by the fact that 
three groups were tested (experienced norm group, n=50; 
recruit dropout group, n=18; recruit remain group, n=87) 
while statistics were reported on only two groups (norm and 
dropout groups). The significant differences that occurred 
between the norm group and the dropout group may not have 


occurred between the dropout group and the remain group. 
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These omitted facts on the part of the author lessen the 


value of these findings. 


Other research with apparently good results has been 
conducted with obscure tests. Humm and Humm (1950) used the 
Humm-Wadsworth Temperment Scale in predicting which 
policemen in the Los Angeles Police Department would fail to 
remain on the job. They indicated a correct prediction of 
91% for the the fail group. Blum (1964) discusses this 
article and has noted the following. 

It appears that among a totai of 669 men tested, 

79 resigned, 233 were fired, and 357 remained with 

the department. The ratio of men fired to men 

resigned is most unusual and suggests a very 

special sSituation.... (p. 107) 

Fifteen years later Collins (cited in Blum, 1964) compared 


Humm-Wadsworth scores in the same police department with a 


criterion measure and found no significant results. 


Morman, Hankey, Heywood, and Liddle (1966a) tested 62 
Kansas State Traffic officers with the TAV Selection System. 
This relatively unknown test is based on Horney's theory of 
personality (fT = move toward people, A = move away from 
people, V = versus’ people). The criteria used were five 
supervisors! ratings of each traffic officer's performance. 
A multiple R of +.51 resulted when test variables were 
correlated with the criterion. In another study (1966b) of 
police recruits where performance during 16 weeks in the 


police academy was used as the criterion a multiple 
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correlation of R = +.46 was reported. In a later study 
(1967) a multiple correlation of +.90 was found between nine 
test variables, three non-test variables (age, education, 
experience) and the supervisory rating criterion. It should 
be noted that with this research the amount of time between 
the testing session and the criterion assessment was not 
clearly stated. This means that the results have to be 
considered aS concurrently validated. Their predictive 
validity was not indicated. These results suggest that 
certain personality variables are correlated (at least 
concurrently) with job performance. The Statistical 
approach of multiple correlation is a valuable one for it 
aliows the consideration of a large number of variables in 


discriminating between good and poor job performers. 


It should be pointed out that not just any personality 
variables will differentiate between successful and 
unsuccessful policemen in a multiple correlational study. 
Hankey (1968) tested 801 policemen appointed to the Los 
Angeles Police Department from 1955 to 1959. He reported 


his procedure as follows. 


The predictors were ten trait and two falsi- 
ficataon scores from the Guilford-Zimmerman 
Temperament Survey, scores form the California 


Test___of Mental Maturity, and the Wonderlic 
Personnel Test, the rating on the civii service 
entrance examination; and age, education, military 
rank, occupation and law enforcement experience at 
time of appointment. The criteria were three 
measures of recruit academy performance, a work 
performance rating, three measures relating to 
commendatory behavior, the rating on the oral 
portion of the sergeants! examination, and four 
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items relating to job tenure. (p. 952) 


From this apparently well conducted study Hankey reported 
that: "No evidence was found to support the hypothesis that 
successful policemen show a different syndrome of 
personality traits or other variables than nonsuccessful 
policemen" (p. 952). The instructions given to these men 
before being tested are not stated. It is presumed that 
these subjects had already been accepted into the police 
department and therefore their test results may have had no 
effect on tenure considerations. Under conditions such as 
these, the subjects may not have considered the testing in a 


serious manner. 


From this review of personality variables and police 
performance very few substantial conclusions can be drawn. 
Only one study has been replicated, that of Morman, et al. 
(1966a, 1966b, 1967). This study was not predictive but 
concurrent in nature and relatively unknown test variables 
were used (TAV Selection System). The other predictive 
studies which used the MMPI personality scales offered good 
results that were not replicated in similar studies (Fraser, 
1949; Marsh, 1962; Blum, 1964; Hooke and Krause, 1971). One 
study shows no relationship between personality and job 
performance (Hankey, 1968). Obviously a more through and 
long term approach to this problem of the relationship 
between personality characteristics and the job performance 


of pokicemen is required in research. 
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Policemen and Stress 


ee ae ee ee es a eee SS ee eee mee 


In selecting policemen personnel officers look for men 
who can withstand the stress that is part of the job. It is 
reported that policemen have a Significanatly higher rate of 
ulcer and digestive tract problems (United States Department 
of Health, cited in Earle, 1973; Los Angeles County 
Sheriff's Department, 1971). Lewis (1973) and Neiderhoffer 
(1967) both have pointed out that policemen in New York city 
have a higher suicide rate than the general public in that 
city. Nelson and Smith (cited in Heiman, 1975) have made 
Similar remarks regarding the American state of Wyoming. 
They report that the 1960-1968 suicide rate for policemen 
was 203/100,000; “almost twice the rate of physicians, the 
next highest group" (p. 295). Heiman (1975) in another 
article on suicide compared the high police suicide rate in 
New York with the police suicide rate in London. 
Significant differences were found. He also pointed out 
that the London police suicide rate was virtually no 


different than its white maie urban population. 


The above results suggest that policemen in North 
America should be able to cope with events that may lead to 
suicidal thoughts. Specifically they must be able to 
develop police behaviors required for the role of law 


enforcer, public servant, etc. When learning these roles, 
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or when not capable of fulfilling them, high degrees of 
stress may result. It follows that candidates for positions 
of policemen should be screened not only for their ability 
to handle the stress of the position but also for 


indications of past psychosomatic reactions to stress. 


Situation Tests_and_ Police Selection 


ae ee ee as ee 


Many studies concerning the assessing of candidates 
whose later performance will require intelligent action 
under stress have used situation tests to select these 
candidates. Chenoweth (1961) encouraged this development in 
police recruitment in an articie titled "Situation tests: A 
new attempt at assessing police candidates". This approach 
is relevant when considering potential police candidates 
because of the importance for policemen of maintaining 
emotional control under stress. Rhead, Abrams, Trosman, and 
Margolis (1968) have emphasized the importance to the 
assessment officer of knowledge regarding each potential 
policeman's means of regulating aggression. 

A matter of particular concern for us was the 

applicant's ability to use aggressive energies in 

effective and adaptive channels. The police 
officer finds himself in occupational situations 
necessitating reality adapted action patterns. 

Thus the capacity to regulate and control 

aggression in terms of appropriate goals was given 

a high weight in the selection process. 

---We tended to be concerned about’ those 
applicants who manifested primitive uncontrolled 


aggression leading to disorganized behavior in 
socially maladaptive patterns. (O20 15 79) 
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The situation test is one approach that allows the police 
candidate to demonstrate his emotional control in a 


stressful situation. 


Moreno (1949) was the first to use the term "Situation 
test" and did so in 1932. At that time he described the 
Situation test as "...a method of testing which is patterned 
after a life situation" (see Moreno, 1949, p. 349). During 
a Situation test the candidate would be placed in a job- 
related situation so that his reaction to that situation 
could be observed. Chenoweth (1961) has defined situation 
testing as "...a technique through which a candidate is 
exposed to a carefully constructed situation, his reaction 
to the situation produces behavior that may predict his 


reaction to comparable situations in the future" (p. 234). 


One advantage of the situation test over other tests is 
that it is difficult to fake. Flannagan (1954) has reported 
that when a person is questioned (on a paper and pencil test 
Or in an interview) about his performance in a particular 
Situation he will usually modify his answer in the direction 
most advantageous for him. In a Situation test the 
subject's response is in terms of more than just verbal or 
written behavior. He has to call upon behavior patterns 
that he has used in the past that involve physical movement, 
expression of emotion, the coping with stress, leadership 
responses, and problem solving. He is allowed to try to do 


his best in dealing with the task he is presented. His 
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reaction within the situation test will demonstrate the 
appropriatness of the behavior patterns that he has’ learned 
and thinks are applicable in that situation. This is one of 
the main advantages of the sjtuation test. It allows the 
candidate to honestly demonstrate his potential to do the 
job by trying to represent himself to the best of his 


ability. 


Another important advantage of the situation test is 
that it allows for the observing of behavior that occurs 
infrequently. 


The greatest advantage of the situational test 
observation is that it makes possible the obser- 


vation of characteristics which appear only 
infrequently in normal activities aCe = 
acteristics such as bravery, reaction to 


frustration, and dishonesty. A single situation 

test may reveal more about such a trait than weeks 

of field observation. (Cronbach, 1949, p. 414) 
This advantage is especially important in the assessment of 
police candidates. It is information about these very 
qualities (bravery, frustration tolerance, honesty) in 
police candidates that personnel officers have difficulty in 


gathering accurate information. 


Bersoff and Greiger (1971) point out disadvantages of 
paper and pencil tests and in so doing cite furthur 
advantages for situation testing. They state that tests 
administered in a class room or clinical setting have 
limited usefulness in predicting overt behavior because the 


testing environment is designed to draw out the best 
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performance of a subject under ideal conditions (quiet 
surroundings, low stress level, continual positive 
reinforcement from the examiner). For example the situation 
surrounding an intelligence testing setting is not 
representative of the situation in which the subject will be 
called upon to use his intelligence. The authors call for 
"psychosituational assessment" where behavior is measured 
and interpreted in the natural or contrived natural 
Situation. This should then be more predictive of future 


behavior in similiar situations. 


The content of the situation test itself is another 
problem that has to be considered. Cronbach (1956) has 
stated that assessment is easier when "...a test is a sample 
of a criterion" (p. 185). McClelland (1973) has agreed with 
this point and states that the best testing is “criterion 
sampling". The content of the situation test should be 
closely related to important aspects of job performance. 
Rage Oey ee it is typical performance on the job which 
the situation test should measure" (Weislogel, 1954), 
pe 493). The Situation test should allow the police 
candidate to demonstrate three things related to the job in 
question: (1) possession of the necessary skills, (2) 
recognition of the need to apply these skills, (3) 
motivation or willingness to apply these skills (see 
Weislogel, 1954). Once the police candidate's behavior has 
been demonstrated in the job related situation the 


assessment of this behavior in terms of predicting future 
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job performance should be easier because of the high 


Similarity between test content and job content. 


The measuring of situation test behavior has to be 
considered in terms of standardization and reliability. The 
Standardization of a situation test is often cited as one of 
its weaknesses. Weislogel (1954) has stated the essential 
elements of standardization for situation tests. 

Problems (the situations) should be structured so 

that each subject faces the same critical sit- 

uation. This is an obvious, but sometimes 

aditfificult requirement to meet in devising 

Situation problems for groups of subjects. It is 

essential that the same need for action be present 

for all participants. (p. 496) 

With good standardization each candidate will be presented 


with the same situation. This approach makes it much easier 


to compare candiates. 


The scoring of situation test performance is another 
Cir raculty. Raters are often used to assess the candidates 
behavior. Situation tests tend to be characterized by the 
fact that "... agreement between Scorers or observers is 
less than perfect" (Fiske, 1954, p. 465). This result 
occurs for two main reasons. First, the content of things 
that the subject manipulates within the test are real, for 
example, situation tests often require subjects to interact 
With other subjects or with actors. This lessens’ the 
control that the experimenter has over the stimuli with 


which the subject interacts. Second, situation tests are 
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used not to measure pure traits, but are used in assessing 
complex skills such as leadership or tolerance to stress. 

This meanS more variance is involved in situation testing 
then in other forms of testing. For these reasons 
reliability between raters may be lowered and rater 
agreement lessened. With ‘thisisproblensof reliability 
Situation tests should be designed to discriminate among 
individuals on variables that will be widely differ- 


entiating. 


Many assessment batteries have included situation 
tests. The use of these situation tests will be reviewed so 
that the applicability for police candidate assessment can 
be considered. Examples of issues previously discussed will 
be pointed out to clarify the advantages and disadvantage of 
Situation tests. These issues will include the following: 
the assessment of the emotional control of the subject, the 
advantage of allowing the candidates to try their hardest, 
the potential within the test to observe infreguent behavior 
, the use of the test as a ‘criterion sample' (a measure of 
job behavior), the problems of standardization and 


reliability with this type of testing. — 


Situation testing came to prominence during World 
War II but its beginnings can be traced to earlier periods 
in time. It is reported in the Bible, Judges 7:4-7, that 
Gideon used a type of situation test to pick out those of 


his people who would stay and go into battle with hin. He 
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asked all of his men to go down to the river and drink. He 
chose the men who drank from the river using their hand _ to 
hold the water rather than bending from their knees and 
putting their mouth directly in the water. Although the 
rationale for this test is not clear, Gideon did choose 
those who drank in the most defensible position. In the 
confrontation that later ensued Gideon and his men were 


successful, partially vaiidating the situation test. 


Galton (1884) foreshadowed the use of Situation tests. 
He believed that character should be measured by noting 
definite acts in response to particular situations. These 
Situations he felt could be contrived: "Emergencies need not 
be waited for, they can be extemporized; traps as it were 
can be laid" (p. 182). The situation test that he developed 
was based on the assumption that friends tend to slope 
together when sitting side by side. He devised a pressure 
gauge to be placed on the legs of a chair to investigate 
this hypothesis. Aithough no results were reported, this 
serves as an example of a good situation test where behavior 
is being measured (how the person is inclined in the chair) 
rather than measuring the subjects verbal response (how he 


reports he feels about the other person). 


Fernald (1912) designed a situation test in an attempt 
to differentiate between normals and delinquents. He 
required his subjects to stand on tiptoes with heels 1/8 
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discriminated between the groups (the normal group stood on 
tiptoes longer than the delinquents). Unfortunately the 
testing situation was too long to be  pratical. Some 
subjects were spending over 50 minutes on tiptoes. (This 
test could have been shortened in length by having the 


Subjects hold a weight during the testing.) 


Aggressiveness was measured by Moore and Gilliland 
(1921) with rather a unigue situation test. They believed 
that a steady gaze was characteristic of the man of power. 
Their subjects were required to perform a series of mental 
additions while constantly returning the fixed gaze of the 
instructor. It was found that men rated high in 
aggressiveness made fewer eye movements to avoid the stare 
of the instructor. Although in this study the situation 
test 1S a primitive measuring tool it demonstrates that 
actual interpersonal behavior is being assessed. However, 
this test is not judged altogether representative of actual 
Situations where aggression would be expressed. BUSS 
possible that the more distant a testing situation is from 
the actual Situation the greater liklihood that factors that 
function better under little stress will control the 
outcome. For this reason it is necessary to keep the 
testing situation as representative of the actual situation 


as possibie; a ‘criterion sample’. 


Hartshorne and May (1928) were requested by religious 


organizations to investigate the morality of children. What 
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resulted were ingenious situation tests that measured 
"honesty", “trustworthiness", "helpfulness", "inhibition", 
"persistence", "moral knowledge" and "attitude" (also see 
May and Hartshorne, 1925; May and Hartshorne, 1926). One 
example of the situations they developed for young children 
was the following. In Part 1. of a test they would ask 
questions such as: "Do you know who discovered America? 

Yes/No." After this pectioniot the test was collected Part 
2 was distributed and included questions similiar to: 
“America was discover by: Drake, Columbus, Balboa, Cook?", 

This measure of honesty also discriminated between those who 
adjusted well and those who adjusted poorly. In this 
Situation test, behavior demonstrating honesty or dishonesty 
is observed rather than examining the subject's responses to 
questions directed toward discovering his opinion on his own 
honesty. Situation tests should have the advantage of being 
more representative of actual behavior than paper and pencil 
tests. In this study, infrequent behavior was observed 


(dishonesty) with the use of ‘criterion sampling’. 


Of more relevance to the purpose of this research 
project with the police department are the situation tests 
carried out within a military setting. The German 
psychologists devised situation tests to select potential 
officers during World War to Ansbacher (1941), Ansbacher 
and Nichols (1941), and Ansbacher (1949) have reported that 
the following qualities were seen as desirable in German 


army officers: “imagination and rapid learning ability, 
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capacity for swift adjustment, initiative and will power in 
thought and action, and emotional stability and security of 
conduct" (Ansbacher and Nichols, 1941, p. 44). The German 
psychologists tested four main areas to investigate these 


criteria. 


(t}i- For, the Intelligence analysis the candidates were 
required to write a composition about a picture. They were 
also asked how they would organize a certain type of 
meeting. Furthur questions were asked about how certain 
military commands would be carried out. This Section of the 
German testing could not be described as situation testing. 

These tests mainly required a verbal report on the action 
the candidate thought he would undertake in a situation 
rather then having the candidate act through a contrived 


Situation. His thinking and organizational potential would 


be demonstrated with this type of testing. 


(2) The Action Analysis section of the test battery 
contained some situation tests. In the “command series" 
candidates were reguired to walk along a horizontal pole, 
with pack on back, securing ropes to high hanging hooks. 

Scaling a wall was also involved. As part of the test the 
candidate was continually criticized. A major factor in the 
assessment of this test was how easily the candidate became 


discouraged. His attitudes when approaching tasks while 


under stress were assessed carefully. 


(3) The Expression Analysis portion of the testing also 
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contained situation tests. The candidates were required to 
instruct a group on an unfamiliar task (e.g., how to make a 
coat hanger). “Warmth" and "sociability" were two variables 
which were considered important. The candidates' speech 
qualities were also observed during this portion of the 
testing for “loudness, pitch, melody, timbre, articulation, 


tempo and pauses", 


(4) The Life History portion of the testing involved an 
interview concerning the background of the candidate and the 
answers to certain questions (e.g., "What sort of people 


does he prefer?", etc.). 


The main criticism of the German approach has been an 
often cited disadvantage of situation testing. Because 
situation tests are lifelike it is more difficult to control 
incoming stimuli. This lifelike quality of the situation 
tests, allows the range of responses of the subject to be 
very broad. These characteristics (lack of control of all 
stimuli and the possibility of a wide range of responses) 
necessitate careful observance of guide lines in terms of 
standardization, uniformity of procedures, and consistent 
scoring approaches. These areas of testing were the weakest 


in the German approach. 


Fitts (1946) reported on this weakness. He visited 
German universities and interviewed German psychologists 
following World War II. He made the following comments 


concerning their assessment procedures. 
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A marked characteristic of the German testing 
procedure was the emphasis on subjective 
evaluation of test data. German psychologists 
stated repeatedly that observations of the 
candidate's behavior during a test were more 
important than the actual score which he earned. 
eeeindividual examiners were permitted and often 
encouraged to vary testing procedures and to 
emphasize their favorite tests. ...The concepts 
of reliability and uniformity of method appear to 
have been lacking. (p. 153) 
Jenkins (1947) came to a similiar conclusion. "The German 
program is a beautiful example of the useliessness of 
elaborate testing techniques hand in glove with complete 
disregard of their necessary concomitants---standardization, 
objectification, and validation" (p. 69). These defic- 
iencies in the German approach have to be guarded against in 
the designing of situation tests. Often the assessor 
assumes that because his test is lifelike it must be valid 
for predicting future behavior. Because of the belief in 
the validity of the test, standardization and reliability 
procedures are often forgotten and the validity of the test 


can never be established because of the lack of precision in 


administering and scoring the tests. 


In considering situation tests, most criticisms are 
directed at the disadvantages already cited. (Low 
reliability and validity measures occurring as a result of 
poor standardization and scoring*‘techniques.) «It is 
important to remember Cronbach's (1970) definitronenofera 
test: "A systematic procedure for observing a person's 


behavior and describing it with the aid of a numerical scale 
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Or a category system" (p. 26). This is possible within the 


framework of the situation test. 


During World War II the Americans and British also used 
Situation tests. Murray and his colleagues (1948) assessed 
armed forces personnel who were candidates for especially 
dangerous missions behind enaat lines (also see Murray and 
Stein, 1943; Murray and MacKinnon, 1946). Their group- 
Situation tests included the "Wall Test" (a group of men 
were required to get over two parallel walls with their nock 
bazooka) and the "Discussion Test" (where six men discussed 
a question for half an hour). These tests were designed to 
draw out leadership abilities which could emerge in these 


unstructured group situations. 


The individual situation tests were comprised of the 
"Construction Test" and the "Stress Interview", For the 
construction test the candidate was required to direct 
assigned helpers (who were very uncooperative) to build an 
object. The stress interview involved having the subject 
assume that he had just been caught going through a secret 
enemy file and as a result was apprehended and grilied 


concerning his motives 


These tests were directed towards discovering qualities 
of leadership and reaction under stress. Although no 
conclusive results were reported a large number of men were 
Girected away from dangerous missions based on their 


performance during this testing. The opportunity to observe 
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characteristics such as those mentioned is the advantage of 
the situation test. It allows for the assessment of 


characteristcis which seldom appear in normal activities. 


Policemen may also find themselves in highly stressful 
Situations where they must act with leadership and 
intelligence. In test situations that measure leadership 
and intelligence independantly of stress, the test results 
May not be representative of the candidates actual behavior 


in situations involving stress. 


Following Worid War II situtation tests were given in 
assessment batteries with limited success. Kelly (1954) 
gave situation tests designed to evaluate beginning graduate 
students in clinical psychology. As stated previously the 
situation test has been best used in assessing 
Characteristics such as bravery and interpersonal reaction 
under stress, characteristics infrequently seen in normal 
behavior. These are important qualities in any individual, 
but may not be considered essential qualities in determining 
the success or failure of graduate students. The tests 
given the subjects included the following: a leaderless 
group discussion where a topic is suggested and without 
leadership the group discusses the topic; role playing by 
two candidates interacting with each other; nonverbal 
expression of emotion (subjects were required to react to an 
emotionally laden word ina nonverbal manner); a group’ task 


involving heavy physical labor; a staff-candidate party. 
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The results of these tests were generally poor, not 
predicting as well asa battery of tests. One reason the 
tests failed was because of the poor standardization. En 
none of the situations were the candidates assessed alone. 

For example the improvisation test involved two candidates 
role playing with each other. Therefore each candidate was 
in a unigue situation with another candidate. If one 
candidate took the required action to solve the problem 
presented, the "need" no longer existed for the other 
candidate to take that action. Therefore the second 
candidate was ina different situation than that of the 


first candidate. 


Another problem with the research by Kelly was that 
aspects of typical job performance were not being 
considered. How representative of typical performance of a 
graduate student is the nonverbal expression of emotion? 
The deficiencies in this study concerning the assessment of 
graduate eeadenee must be avoided in Situation testing. 
Standardization and "criterion sampling" (representativeness 


of job behavior) are essential. 


Situation tests have been used occasionally for police 
recruit selection. Mills, McDevitt, and Tonkin (1966) 
included three situation tests in their test battery. The 
"Foot Patrol Observation Test" was comprised of a six block 
Walk ethrough ca: Ypart «of (Cincinatti according toywritten 


instructions followed by a questionnaire which measured 
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their observational ability. For the "Clues Test" an office 
setting was laid off in the police gymnasium with clues 
planted around the desk so that certain assumptions could be 
postulated about the living habits and possible whereabouts 
of a city employee. Candidates were told to investigate the 
mysterious disappearance of this person. Following ten 
Minutes of investigation they were given a questionnaire to 
complete. The "Bull pessoa was the final situation test. 

Eight to ten candidates were assembled following a dinner 
break and offered coffee and Cigarettes. Two group leaders 
and two observers assessed the candidates while they were 


encouraged to discuss with their peers and group leaders 


such relevant topics as: "use of force, the handling of 
fear, alcoholism, use of narcotics, mental illness, 
prostitution, homosexuality, administration of justice 


through the courts, minority groups, and the use of 
authority". During these discussions, the candidates! 
abilities for peer group interaction and their attitudes 


towards different aspects of police work were assessed. 


Results of two of these situational tests were reported 
by the authors (the Bull Session results were not included). 
The criterion was established by dividing the candidates 
into a success and failure group. The ‘Success Group’ was 
comprised of the forty-two candidates who completed their 
training while the ‘Failure Group’ was made up of twenty 
candidates who did not complete the training. The results 


are shown in Table 7. Results indicated that these tests 
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Table 7 


Test Performance of Success and Fail Candidates 
(from Mills, McDevitt, and Tonkin, 1966) 


ee Se oe 


ee es eee i ee ee ee 


"Success" Group "Failure Group" Mean 
Test Mean (n = 42) Mean (n = 20) Difference t* 
{ ! j i 
Foot patrol] 14.7 | 14.0 (2es7 {- 170 
Clues i 3iS2 | 2652 i 350> {.597 
AGCT { 1250 { 12255 Lae {-090 


*None of the t tests showed significant differences. — 
did not contain variables that significantly discriminated 
between the two groups. But when the test scores of the 
Original ‘success’ group were rank-ordered according to 
pcideaic standing in training school the correlations as 
presented in Table 8 occurred. The intelligence score of 
the AGCT predicted police academy standing quite well. The 
clues test significantly predicted academy standing, but it 
is a low level of prediction. (For a later group of 
successful candidates this correlation was not significant.) 
What is of interest here is that the clues test was not 
highly correlated with the intelligence measure (r=+.105) 
and yet was correlated to a certain degree with academy 
standing (r=+.375). The authors' plans for refining the 
situational tests involved having a measure independent of 
paper and pencil intelligence tests which could be developed 
to predict successful job performance. LE that (could be 


done, two measuring devices, situational tests and 
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intelligence tests could be used to assess two different job 
requirements, namely, basic intelligence and job competence. 
(It should not be overlooked however, that the criterion in 
this research is weak. Training school marks may not be 


representative of job performance.) 


Although the study did foe report succinct statistical 
results on the "Bull Session" portion of the testing the 
authors did make generally favorable comments. They stated 
that unsuspected character traits and attitudes appeared in 
the group discussions. It was also noted that some men who 
"had previously performed adequately on paper and pencil 
tests "...became disorganized, rambling and circumstantial" 
during the "Bull Session". It was stated that "...the Bull 
Session was the most valuable technique used in recruit 
selection" (p. 104).... This conclusion can be challenged. 
The results as reported for this portion of their test 
battery are subject to all the criticisms of the German 
Military testing that were previously cited. Basically 
these criticisms include the lack of standardization and 
validation for the testing session. Suspected good results 
have to be substantiated by ascertaining the accuracy of 
predicting performance based on the testing data. High 
correlations between test results and performance can only 
be accepted as accurate if testing and scoring procedures 
are standardized. By excluding validation and 
standardization from this situation test the "Bull Session" 


loses most of its value. 
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Table 8 


Rank Order Correlations of Successful Candidates 
(from Mills, McDevitt, and Tonkin, 1966) 


ee re ee ee ee ee os em ee ee a ew re ee we ce ee ec ee ee ew ee ee ee es we ee es ee ee ee we er ee eee ee ee 


Foot Patrol Clues Test AGCT 


ee ce ee ee a ee Se a Se ce ee ee ee ee Se ee ee ee ee ee ee 


Foot Patrol —-——— 


Clues Test 2099 oa 
AGCT seit wit ---— 
Police Academy 2137 ao70* Sogo 
Standing 

*p<.05 

**D<.01 


In summary, a good situational test might be a very 
effective means of assessing police candidates. Certain 
advantages have been pointed out. Candidates may try their 
hardest and not WOLrry about presenting themselves 
dishonestly ("faking good" is not a problem). Specific job 
Skills are tested in job-related situations to assess 
candidates rather than trying to predict ability on job 
performance from paper and pencil test scores that were 
attained in a non-stress Situation. Characteristics 
required for police work are difficult to ascertain ina 


classroom setting. The qualities of good commonsense under 
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stress, bravery, and appropriate expression of emotion are 
all important in police work and are probably best obtained 
With situation tests. By its very nature the situation 
tests is more difficut to standardize and make reliable. If 
Situation tests are to included ina test battery special 
caution must be directed towards ensuring that good 


standardization is employed and reliability achieved. 
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Tests to be used: Wonderlic Personnel Test, Form B, 


Wonderlic, 1942; Wechsler-Bellevue Form 1, Vocabulary, 


Wechsler, 1946. 


1(a) Policemen will fall within the average to above 
average range of intellectual functioning on the Wonderlic 


Personnel Test and the Wechsler-Bellevue vocabulary test. 


1(b) Little relationship between intelligence scores (of 
this above-average intelligence group) and performance 
measures has been demonstrated. It appears that when a 
group of police candidates are at an above average 
Shel tccruadideuel: it is variables other than intelligence, 
that determine job performance abilities. For this reason 
no hypothesis is made concerning the discriminatory power of 
this measure. Shisvgtesty /vaiipabestincluded prinarblyvto 
establish Canadian norms for the intellectual levels of 


recruit applicants. 
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Test. to be used: Strong Vocational Interest Blank, 


ee ee ee See ee ee 


Strong and Campbell, 1966. 


2(a) The three groups of policemen (high level, average 
level, and low level performers) will fall within the ‘A® 
category on the "policeman" scale. This scale will not 


discriminate among performance levels. 


2 (b) High performing policemen will show a higher interest 
on mechanical and clerical measures. The. Scales “oF 
"mechanical" and "technical supervision" will be observed to 


indicate if these differences are present. 


2(c) High performing policemen will tend to score lower on 
the professional scales than the other two police groups. 

The scales of "dentist", "osteopath", "“yeterinarian", 
"biologist", "architect", “shysactan').. “psychologist, 
"psychiatrist", and “author/journalist" will be observed 
carefully to note this discrimination. The scale "diversity 
of interest" which measures "breadth of interest" is also 
predicted to show that high level policemen do not have as 
wide a range of interests as do the average and low level 


performance groups. 
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2(d) It has been observed in the literature (Berman, 
Darley, and watterson, 7) 1934,° ps 2283: Matarazzo, »Allen, 
Saslow and Wiens, 1964, p. 129) that high performing 
policemen have a strong interest in social contacts. It is 
hypothesized that the better-performing policemen will score 
higher on social contact scales (e.g., "personnel manager") 


than poorer-performing policemen. 


2(e) It is hypothesized that policemen will score highly in 
comparison with population norms on the "masculinity- 
femininity" scale indicating "typically masculine" 
interests. AS mentioned earlier, Johansson and Flint (1973) 
have noted this occurrence with police groups and have 
interpreted high Beane scores on this scale as "indicative 
of strong authoritarian-structured types of interests" 
(p. 42). No hypothesis concerning the discriminatory power 
of this variable in regard to different performance levels 
of policemen is made because none has’ been previously 


demonstrated. 


Personality 


Tests to be used: California Psychological Inventory 
(Gough, 1969); Thematic Apperception Test (Murray, 1944); 
Draw-a-Person (Machover, 1949); Cornell Index Form N2 
(Weider, Wolff, Brodman, Mittleman, Wechsler, 1948); 


Hostility and Direction of Hostility Questionnaire (Caine, 


Foulds, and Hope, 1967); Incomplete Sentence Blank (Rotter 
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and Katferty, 1950). 


3{a) For the projecteve tests (Thematic Apperception Test, 
Draw-a-Person, Incomplete Sentence Blank) the possibility of 
"faking good" is diminished. It is hypothesized that the 
high-performing policemen will respond to the test items in 
a more mature manner than will the low-performing policemen. 
The mature perspective shown in the subjects responses will 
be rated according to categories defined in the scoring 


procedures for each test (see Appendices 2,3,4,5). 


3(b) It is hypothesized that on the three more standardized 
tests (California Psychological Inventory, Cornell Index 
Form N2, Hostility and Direction of Hostility Questionnaire) 
the recruits' means will fall within the normal range. 

Because of the possibility of "faking good" on these tests, 
and also because the literature has not demonstrated the 
discriminating ability of these tests for this type of 
prediction problem (discriminating high level and low level 
police performers), no hypothesis in this area wiil be 
formulated. These tests will be included primarily to 
establish Canadian norms for the personality variables that 


they contain. 


Situational Tests 
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Tests to be used: Situation Tests and Three-Minute- 
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G(a) It is hypothesized that the high performers will 
respond to the test Situations in a manner that demonstrates 
good "commonsense", "courtesy", and ability to handle stress 


in an interpesonal situation. For these test variables (as 


measured by “approach to’*situation",' “clarity of verbal 
request or response", "consideration given to other's 
comments", "effectiveness of solution £6 problen", 
"confidence shown in handling situation", “interpersonal 


skills", and "level of development") the high-performers 
will be given ratings indicating a more mature level of 


development than the low-performing policemen. 


Overall Prediction 


All_test variables considered. 
(5) It is predicted that when all the test variables are 
considered, and the relevant variables combined in a 
multiple discriminant analysis, a Significant discrimination 
among three levels of police performance will result. Once 
this has occurred a discriminate function (or functions) 
based on the analysis will be formulated which will allow 
for future predictions of level of job performance based on 


the psychological test scores. 
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CHAPTER If 


METHOD 


Subjects 


The subjects in this research were two police recruit 
classes of the City of Edmonton Police Department. The 
sixty-one (61) police recruits were tested within the first 
week of their training clasess (Class 37, August 7-10, 1973; 
Class 59, October 3-8, 1973). “OL. the “original 61 police 
recruits, 58 were males, 3 were females. The average age of 
the subjects was 23.26 years. Police applicants at this 
time had to be 5* 10" in height, be at least 150 pounds in 
weight (but not be over-weight), and have a grade 12 
education an equivalent. Upon evidence of these basic 
requirements candidates were interviewed, their references 
were verified, and they were given a written examination 
(which included tests of general knowledge, arithmetic 
skill, grammar, and composition). Following this they were 
required to pass a medical examination (which included a 
vision test). Those accepted up to this point were 


considered by a selection board. 
Table 9 shows how the final recruit class members were 
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chosen. AS shown in this table the subjects in this 
research project are a highly select group. A large number 
(322) of those initially applying (833) did not return their 
application forn. (They may have realized that they would 
not meet certain requirements.) The importance of the 
written exam and the personal interview should be noted. 

Thirty-seven percent of applicants meeting most basic 
requirements up to this later stage in the acceptance 
process were rejected because they failed the written exan. 

This form of screening will affect the average test scores 
of intelligence measures used in this research project. 

Similarly, seventeen percent of remaining applicants were 
rejected because of the personal interview. This also 
affects the results of tests used in this research project 
that sort candidates! scores along dimensions simiiar to 
those considered in the interview. It can be concluded that 
the sixty-one candidates that took part in this study are 
highly selected and are primarily from Alberta. The effect 
of these selecting characteristic should be considered when 
the results of this study are being generalized to other 


police departments. 
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Table 9 


Selection of Recruits for Class 37 and Class 38 


eee ie ee ee ee ee | Pe ee eee er ner Total 
ENQUIRIES RECEIVED , 679 3k $7 a3 31 833 
Rejectéd on Initial Enquiry Because of 
Failure to Meet Basic Requirements 186 2 5 4 2 199 
Application Forms Issued ; 493 29 yA 31 29 634 
Applicetion Forms Not Returned 230 18 &l 23 20 332 
"APPLICATION FORMS COMPLETED AND RETURNED 263 LL =e! 8 9 302 
APPLICATIONS REJECTED: 
Lact. of Necessary Education 12 ~ s - - 
Under Minimm Height Standard 12 2, 1 - - 
Under Minimum Weisht Standard 4 - - - - 
Over Maximum Weight Standard © 6 ~ -_ 1 2. 
Not Meeting Vision Requirements 33 2 aS 2 - 
Other Medical Reasons - = oo - - 
Age Requirements oy = =. = 1 
Adverse Information on Application Form 1 -— - -_ - 
_ Applicants Who Withdrew Application 6 1 - 2 ot 
Applications Received Too Late to Process eS oe 2 te 7 
Applicants Rejected to This Stage 101 wer & 7 8 St 
APPLICANTS STILL ELIGIBLE 162 -& a i 1 171 
‘APPLICANTS WHO REPORTED FOR TESTS an 242 4 3 1 1 151 
APPLICANTS WEO FAILED AS INDICATED: 7 
MGnimua Height When Measure - = - - - 
Over Maxinum Weight when Weighed ; = - = - - 
Written Exanination 52 1 - ~ - 
Personal Interviews : 23 L J - = 
Medical Reasons ~ . cae an > - - - 
Background Enquiries : z - - - - 
Deferred ' bas dD. = = + = 
Applicants Who Failed Tests To This Stage 82 2 1 = ~ 85 
APPLICANTS STILL ELIGIBLE ; 60 2 2 1 M 66 
APPLICANTS REJECTED BY SELECTION COMMITTEE en: cS = SS = oe 
SUCCESSFUL APPLICANTS 52 2 Z 1 1 58 
APPLICANTS ACCEPTED FOR CLASS #37 23 } 1 re =~ 25 
APPLICANTS ACCEPTED FOR CLASS #36 Pie 1 a e : 1 1 ras 
APPLICANTS ACCEPTED AS CADET CONSTABLES 5 = Bae iar ale os 2S 
APPLICANTS DECLINING TO REPORT FOR TRAINING - - - ~ oe 
_CADET CONSTABLES ENTERING CLASS £37 8 o ce S = "8 
CADET CONSTABLES ENTERING CLASS #38 nat = = = = a3 
ATOTAL CLASS £37 my: ard 1 : = - 33 
TOTAL CLASS £38 25 1 A 1 2 29 


189 letters were sent out to persons who had nade 

enquiries prior to the recruiting drive. 

* One was a former member who was re-employed and 
‘transferred directly to Patrol Division for 
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Description of Psychological Tests 


Administration and Scoring 


A number of psychological tests were administered to 
the subjects. Paper and pencil tests were given in group 
form during the first two periods of testing. after this, 
Situation tests were administered to each subject 
individually. The testing took place within the first days 
of the training program so that the instruction received 
during the training would have minimal influence on the test 


performance of the subjects. 


The subjects were told at the beginning of the testing 
that: "These test results are primarily being considered for 
research purposes but they may be also used in considering 


the progress of each police recruit". This statement was 
included so that these results could be generalized to the 
test battery when used on future occassions for applicants 
whose acceptance into the police department would be more 


dependent upon these test results then was actually the case 


in this research. 


Raters Used in this Research 


——_. a a ee ee ee ee ae ae 


For a number of the tests (Incomplete Sentence Blank, 
Draw-a-Person, Thematic Apperception Test, Situation Tests, 
and Three-Minute-Tests) three raters were used to score the 


subjects' responses. Two graduate students in psychology 
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and one PhD in psychology served as the raters. For each 
test a training session for variable scoring was involved. 

During the training sessions the rating approach was 
practised and discussed over the rating of ten subjects fron 
a police recruit class not involved in this study. Because 
of the often questioned reiiability of ratings of this 
hature three approachs to measuring reliability were used 
where possible. These reliability measures are reported in 
the description of the tests along with the scoring methods. 
The battery of tests were administered in the order that 


they are presented below. 


This is a timed 12 minute test of intellectual 
development. The test contains items referring to word 
meanings, arithmetic, proverbs, and noticing missing 


details. 


It has been Shown in other research that an established 
relationship between intelligence scores and marks in police 
training exist. (For example see Mills, et al., 1965; 
Mullineaux, 1955; and Dubois and Watson, 1950.) This test 
has been used to predict police performance in other police 
departments (see Bass, Karsendiek, Mccullaugh, and Pruitt, 
1954). It should be noted that qualities of the ideal 
policeman as selected by citizens and policemen included 


terms such as "commonsense", “wise", "capable", “clear 
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thinking", and "intelligent". These qualities should be 


reflected by scores on this test. 


This test was chosen because it was hypothesized that 
policemen would have to be at a certain level of 
intelligence so that appropriate police-role selection could 
occur. It was assumed that an average to above-average 
level of intellectual development would be required for 
policemen to be able to understand and properly interpret 


and enforce laws. 


Reliability of the Wonderlic. The reliability of this 
test as reported in the test manual gives test re-test 
correlations of r = +.82, +.94 tndicating good reliability. 


Odd-even correlations also resulted in high correlations, 


cr = +.94, again indicating good reliability. 


Incomplete Sentence Blank--Adult Form (Rotter 
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This is a projective test which contained 40 sentences 
stems from the original test plus an additional 17 sentence 
stems which were added specifically for these selection 
procedures (see Appendix 4, p. 255). The subject was 
instructed to: "Complete these sentences to express your 


real feelings". 


A standardized scoring procedure for this test was 


developed. The test was scored by three raters who were 
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trained in the scoring method. The scoring form is shown in 
Appendix 5, page 259. Each sentence completion was placed 
in one of the following categories by each of the three 


raters: “Harmless Generalization", “Harmful Generalization", 


"Contribution to Society", "Destructive to Society", 
"Feelings of Adequacy", "Feelings of Inadequacy", "Liking 
for Others", "Disliking for Others", "Liking: Nonhuman", 


"Disliking: Nonhuman", "Others Like Self", "Others Dislike 
Seri", “"“Self-Serving", "Response Omitted", After 
categorizing all the responses for a subject the raters gave 
an overall "Level of Adjustment" score. This scoring 
approach was designed so that the subject's positive and 
negative attitudes towards others, towards himself, and 
towards objects could be ascertained. All of the category 
scores plus the "Level of Adjustment" score were used to 


predict the future job performance of the subjects. 


This test was selected for a number of reasons. 
Although it has been infrequently used in previous’ police 
research, for this study, the scoring method was structured 
to indicate functioning in areas of importance for policemen 
(e.g., “Liking for others", "“Disliking for others", etc.). 
Also, it is a projective test and is less easily "faked 


good" by police applicants. 


It has been previously shown that new poliwemen shouid 
have the potential to develop a mature perspective towards 


citizens and toward the community. To acquire a concept of 
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policing that incorporates roles varying from law-enforcer 
to public servant necessitates a personality free of 
unhealty perceptions and attitudes. Resuits from this test 


May indicate the perceptions and attitudes of the subjects. 


As has been mentioned previously, Anastasi (1968) has 
pointed out that personality inventories can be altered in 
the desired direction. Using projective tests will lessen 
this problem of police applicants presenting their best 


image and distorting test results. 


Reliability of the Incomplete Sentence Blank. Three 
raters gave an "Overall Rating" score for the sentence 
completion test attempted by each subject. Three measures 
of reliability were used to ascertain the consistency of the 
Scoring approachs among the raters. One method used to 
establish between-rater reliability was the calculation of 
between-rater correlations for the "Overall Rating" score. 

These correlations are shown in Table 10 and indicate that a 
Significant positive relationship between raters occurred. 

With this approach to measuring reliability, however, 
certain assumptions have been violated. A correlational 
approach assumes variables are either of the interval type 
or of the ratio type. While rating these candidates it is 
most likely that raters operate on an ordinal type of scale 
which allows for statements such as "this subject is better 
than that subject". The reduction of the data to an ordinal 


level diminishes the power of the correlational approach. 
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Table 10 


Means and Correlations of Raters on "Overall Rating" scale 
for the Incomplete Sentence Blank 
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Raters: Rater 1 Rater 2 Rater 3 
Mean Papi she he 2676 Zelon 
Correlation 
with: 
Rater 1 1.000 440 -676 
Rater 2 - 440 1.000 - 450 
Rater 3 0/6 - 450 1.000 
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It should also be pointed out that the correlational 
approach measures the similarity in the variability of the 
raters! scores. If two raters are rating consistently close 
to the same scale points and yet with variability around 
these points then the correlation will be low (if the points 
are close together) and the reliability will still be high. 

With the means, as shown in Table 13, as close as they are, 
the few low correlations may be more indicative of rater 
variability within a small range on the scale. These 
correlations may not indicate that low reliability between 


raters has occurred. 


Lawlis and Lu (1972) have developed a chi-square method 
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of examining the reliability among raters that violates 
fewer statistical assumptions. In designing their approach 
they have assumed that every judgment made by a rater has an 
equal probability of occurring at any point along the number 
scale. It was aieo assumed that the judges had no 
understanding of the rating system and that their judgments 
were purely rcandon. The statistical technique employed 
invoived comparing the probability of judges agreeing on the 
rating of a subject with the probability of these agreements 
occurring by chance. Flexibility was also included in this 
approach. The authors have stated that the range on the 
number scale within which an agreement was said to occur 
could be changed. For example, suppose that judges were 
required to rate candidates on a five-point scale. The 
range of agreement might be set at a deviation of one (r=1). 
In this case a judge scoring five would be considered in 
agreement with a judge scoring four. This type of 
flexibility does not violate the basic assumptions of the 
chi-square approach because the probability of two adjacent 
categories being scored out of five are considered against 


the chance probability of this occurrence. 


For the five-point scale used in scoring the Incomplete 
Sentence Blank the number of agreements occurring and the 
number of expected agreements over three scale interval 
lengths were calculated. That is, the number of agreements 
within a scale width of zero (perfect agreement), r=0; the 


number of agreements within a scale width of one, r=1; and 
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the number of agreements within a scale width of two, r=2; 
were independently ascertained and compared with the 
expected agreements for these different interval widths. 


These results are shown in Table 11. 


In scoring this test the raters were allowed to mark at 
the quarter points along the five-point scale. Because of 
this fact few perfect agreements occurred among the three 
raters. When a range of one is considered an agreement, a 
great deal of reliability among raters is demonstrated. 
Similarly with a range of two. This scoring procedure is 
Shown to be significantly reliable for scale widths of one 


and two. 


A third method of measuring reliability was also 
employed. Ebel (1951) proposed an analysis of variance 
method to compute “intraclass correlation" between raters. 
It involved obtaining a measure of variance across subjects! 
scores and a measure of variance across the raters. For 
these data, the F statistic was, F = 4.249, p<.001. This 
demonstrated that rater variance plus error variance was 
much lower than subject score variance and that a reliable 


scoring technique was in use. 


All three methods of meaSuing reliablity have shown 
that the scoring of this test was completed in a reliable 


fashion. 
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Table 11 


Chi-Square Reliability Measures 
of the Incomplete Sentence Blank 


rm ae a ee a ec ec ee cm a ee ee es ee ee ee 


Perfect Range of 1 Range of 2 
agreement Considered Considered 
r=0 agreement agreement 
c=1 cr=2 

Number of 

times the 

3 raters 

"agree" 1200 43.00 57.00 

Expected 

agreements 2.44 714.15 S34. 72 

Chi 

Square 1.56 75.14 42.06 

Probability not p<.901 p<.001 

Significant 
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Draw-a-Person_ (DAP) (Machover, 1949) 


This projective test reguired the subjects to "draw a 
person" on a blank sheet of paper (ori 2" ax Sth jS This test 
waS chosen to indicate the subjects' self concepts. It may 
be possible that self images that involve an over-reliance 
On authority as a means of solving problems, and attitudes 
that are anti-social in nature can be measured on this test. 


Similarly, more socially acceptable self-images may be 
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measurable. These measure, may have a strong relationship 
with a subject's potential to develop "good" concepts of 
policing. The test also has the advantage of being of the 
projective type and therefore is less likely to be "faked 


good", 


The drawings were scored by three raters after a 


training session with a scoring method which was designed 


for this research. The scoring forms are shown in 
Appendix 6, page 261. Each drawing was scored ona 1-5 
scale in terms of the following categories: WSaze", 
"Placement", "Sheet Position", "Age of Drawn Person", "Sex 
of Drawn Person", “Errors", “Artistic Quality", "Identity 
(clothing)", "Line Quality", "Proportion", "Mental 
Development", "Stance", "Facing Position", tMAction", 
"Partner", "Mouth", "Neck and Chin", "Nose", “Eyes", "Head 
(hair, ears)", "Facial Expression", "Shoulders", "Hands", 


“Arms", "Chest", "Waist", "Genital Region", "Hips", "Legs", 
"Feet", "Ground Line". The raters were required to assess 
on a 1-5 scale the overall "Level of Adjustment" of the 
subjects. These variables were used to predict the future 


job performance of the subjects. 


Reliability of the Draw-a-Person. The three raters 
scored each drawing on the thirty five-point scales. The 
sums of these scales were calculated to arrive at an 


"Overall Total" score. The "Qverall Total" scores for the 


three raters were correlated and are shown in Table 12 along 
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with the means for each rater. These correlations are 
extremely high. Considering this and also that the means 
for each rater are very Similar it can be concluded that 


this rating approach is highly reliable. 


For this test the subjects were shown slides of 
Murray's TAT cards. Shidess ot cards i, Sov, 13) and 4 
were presented to the subjects with the following 
directions. 

I am now going to show you some slides. For each 

Slide I want you to write a story. In your story 

please include a past, what has gone on before the 

slide was taken; a present, what is presently 
happening in the slide; and a future, what wiil 
happen. Also in your story include what the 
people are thinking and feeling. This means your 


story should contain a past, a present, a future, 
thoughts, and feelings. Here is the first slide. 


Each slide was presented for four minutes. This 
projective test was scored using a scoring system devised 
for this project which is shown in Appendix 7, page 267. 
Each story was scored by having the three raters organize it 
into the following categories: "Problem set by Other(s)", 
"Problem set by Self", "Feelings of Adequacy", "Feelings of 
Inadeguacy", “Solution by Other(s)", "Solution by Self", 
"Good Solution to Problem", "Poor Solution to Probilen", 
YEtkingfotorseother (Ss) "pre"Drslakingekfor “Other(sy", “Story 


Incomplete, none". Once the three raters had categorized 
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Table 12 


Means and Correlations of Raters on "Overall Total" Scale 
for the Draw-a-Person 


et eee ee 


Raters: Rater 1 Rater 2 Rater 3 
Mean 91a99esLiugggnT) 88.35 
Correlation 
with: 
Rater 1 1.000 ao2e 2087 
Rater 2 Boe 1.000 ~914 
Rater 3 . 886 2914 1.000 


mn i ee mn re a mee ee ee eee eo ee SS ee ee ee ee ce ee ee ee ee eee 


the .story in this manner they were required to crystallize 
and state the fundamental belief or "credo" upon which the 
story was' based. This "credo" was rated on a 1-5 scale 


according to a "Level of Adjustment". 


This test was chosen to indicate the gqualites of 
personality that should affect police performance. Core 
beliefs shown in this test should have a direct relationship 
to job performance. Core beliefs may be the basis for the 
development of concepts of policing. Also, it is these core 
beliefs which may be the basis for role selection in police 
work. For example, a core belief such as "Nice guys finish 


last" as the underlying principle in the projected story of 
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the subject would rate lower than the core belief "A winner 


never guits"™. 


Reliability of the TAT. The six TAT slides were scored 
by three raters and given an "Overall Level of Adjustment" 
rating on a five-point scale. (The scoring followed a 
training session where the scoring method used was practised 
on test results of ten individuals, similar to the subjects, 
but not included in this study.) The three method of 
measuring reliability that were used for the Incomplete 
Sentence Blank were also used for the TAT. The correlations 
among the three raters are shown in Table 13. The 
correlations range from r =+.143 to r =+.585 with most of 
the correlations over r =+.30. AS was pointed out 
previously, certain statistical assumptions are violated 
when this approach is used. (Also, rater variability within 
an acceptable agreement range may be responsible for the low 
correlations.) Nevertheless, all of the correlations are in 


the positive direction and most are significant. 


The chi-square approach indicated that the scoring 
procedure can be accepted as reliable. The chi-square 
reliability results are shown in Table 14. Rater agreement 
occurred significantly (p<.001) for all three agreement 


intervals, r=0, r=1, r=2. 


Ebel's analysis of variance method also indicated 
Significant reliability with the F statistic ranging fron 


P=1,983. for card 7 to F =3.364 for card 1 «(<p <.05 . when 


ipl 
i 
ty} 


‘here ons. oe 

i eaoutent OA we leven pois ” pee 
é hawoLlo® “ORE TO3e | a) ; ekene | seeker - “n 
noetdoasy dione ‘botrew pilsens sili ait 
vetoatdne oat et er yahsubly ra aay +0 asta 


ti bod som wad jed®  (.ybede | abdd oo ae i 
= ‘a5 bak “a 


erated ee te - Boee aa ads. {re adabies'e 
See hia ae | a ser 
eno tsiLGI200, wit  JTAR fd TOR: pean sels a1 Bas tg 


sit yal obit dh nvode eia exeeean sort? ols 
te tao didn 2h2.+= Tot £ot «7 5 nod 3 spas _anotsee | 
Seaihtog: eae a O8.t* 2 Sev@ eeedesfets09 edt iy 


THe 
hatsiokv ome papliganres tsvizetsere aisy1e2 stiavobvesg i 
hae bu S qibhideltey wee BLA). - boar eh ioioosyqn ahd f ne 


wol 4a2;-90% chided od {pm opese FNGRASIVS eLdasqesos) m6) 


th Gar nito 4 allio outs io FH eslekrtoren (eenodseteaT@@ 
vembek sing te ode teow bus noLsIeoEb bad } | 


a 


piiwon >, ae — bevenpkhal dane syye “ssihmpartao od 
onesie ote rere y as bo9q909H) ay BR 
7 29he97 BE alails at, sider. oh. wecks. ste aebee 
sasacenye fasan oe ini (190.250 yisasodst ioe 3 
on 7 - APO a a v pee, | | .) ~S8, sen eis 
| i gta Mi re \ an “i : bal 0 al isa a prise 
ved ee ‘ * 92 aii : 9 , is , 3¢ 


bossotb ak 


Q ar: 


" yy ve! cel 
anc onteor ir ie 3 . . ? qos cas 
new 203 ~io m9, ann HELE 8 Os 


ce es ee i a SS ee ee ee es ee 


Table 13 


Correlations between Ratings 
on the six TAT Slides 
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Card 1 Card 3 
Sorta dae a aa, CP ee rn Car oenaees Lek. aA oh ek 
{ Rater:| 5 ee en erens Creme Beoeee Caer | 1 ferritin Dea trtennfin nape cme 
{ i { i i 1 i | 
{Rater 1 {1.000] .~585{ .388j] 4{1.000{ .328| .289] 
(Rater 2)[ ~585(1.000(1.429] ff 232811.000]: .396] 
{Rater 3 { .~.388]{ .~420]{1.000] { .~2894 .39641.000| 
| Ce ee! Red Rees Be eee [Lae be ee ee | 

Card 4 Card 7 
Mame aoa he ef ee oe hep ama Ln, 8 ee eee a ee 
| Rater: | 1 | Dave, | 3, > Et 1 | Ze et 3 { 
{ { { i { i 
{Rater 1 4{1.000{ .~346] .308{ {1.000] .1434 .428{ 
{Rater 2 {| .~34641.000{ .239] | .~143431.000] .160) 
{Rater 3 | .~3084 .~23941.0004 |{ ~428] .16041.000] 
(Se et ee a ey ee Be { been eye oe hea ed Ee 

Card 13 Card 14 
fee a eae eer Ter ae ocular aa TS Go Re ieee Get Sema | 
| Rater: | 1 in t29 | SER ( eI 1 | Z2eeh is | 
| | ( i | | | | 
{Rater 1 41.0004 .318] .~366) {1.0004 .4244 1.347] 
{Rater 2 { .318|[1.000! .342] | .~.424,1.000]4 .531] 
jRater 3 | .366] .342,{1.000] | .~347] .53131.000] 
| Nee en a je Ce eel Le eee | Wawa eed HE eee RO oe eS | 

F >1.45). These three methods of measuring reliability 


indicate that the judges consistently used the same scoring 


approach. 
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Table 14 
Chi-Square Statistics 


for the TAT 


Ra T IAD Hin a heig eae Ua |, ce ELT OE ET Coe, Tks ee, 

| j Card 1 i Card 3 | 
Se ea peer eee mer eer ey (rr a amerunee poecScermny pee Sar teen Sa 1 a Se 
i { r=O |{ v=1 | c=2 | r=0 | xr=1 j r=2 i 
| Sate see | agent aie reeeaey | Aca aN eee nee (aoeeraeeaec | 
{3 Raters | | 1. | i | | 
JAgree (61 Ss)|{ 14.00] 50.004 61.00] 16.00] 51.004 61.00 | 
{ { { i | ( i i 
| Expected i { | l | i | 
{Agreements PoueahiS (ete otS] Shai 2ped2 446) 1445 be Sts7 2s] 
| { { { | l { { 
{Chi j j ( | | { l 
| Square f S>226277Tt6. 49] 56.40) 7s 281123. 13 56.40 { 
{ | { | i | { | 
{Probability |p<.001|p<.001j p<.001{p<.001j p<.001|p<.001 | 
| ! Card 4 { Card 7 

1k SS ee te AS Oe 
{ { cr=O { r=1 | r=2 4} r=0 | =1 | r=2 j 
{ ee 
{3 Raters i { | 

JAgree (61 Ss)] 21.00] 55.00{ 61.00] 14.00{ 53.00] €1.00 
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Campbell, 1966) 


This interest test contains 22 Basic Interest Scales. 
These scales were derived to show fields of interest towards 
which the subject is inclined {(e.g., “public speaking", 
"adventure", “social service"). The interest test also 
contains 57 Occupational Scales. These scales allow for the 
subject's responses to be compared with the profiles of 
different occupational groups. For example if the subject 


responded in a manner Similar to experienced policemen, he 


would receive a high score on the "policeman" scale. 


This test was selected because of the established 
relationships between interest variables and job performance 
(see Thweatt, 1972; Blum, 1964). It is suggested that 
interests in the helping professions and leadership roles in 
association with interests in police work would be of 
benefit for developing policemen. The relationships between 
interests and job performance for Canadian policemen will 


also be clarified in this study. 


Reliability of the _SV1IB. The SVIB has good 
reliability. It is reported in the test manual (Campbell, 
1971) for the Occupational Scales that "test-retest 
correlations over 30 days average slightly over .90, 


dropping to about .75 over 20 years for adults and to .55 


over 35 years for men first tested at age 16" (p. 21). The 
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author also points out for the Basic Interest Scales that 
"test-retest correlations are a few points lower than those 
of the occupational scales" (p. 21). These reliability 


measures are well within the acceptable range. 


Cornell Index Form N2 (Weider, Wolff, 


Brodman, Mittelmann, Wechsler, 1948) 


eae aoe a a 


This test was designed for "...rapid psychiatric and 
psychosomatic evaluation of large numbers of persons in a 
variety of situations" (Weider, et al., 1948, p. 2). It can 
be used to discriminate persons with serious personal and 
psychosomatic disturbances from the rest of the population. 
It is correlated with the MMPI (correlating with the 


neurotic triad, r =+.47, +.60; Weider, et al., 1948). 


This test was included as a general screening device to 
indicate candidates quite different from the normal 
population. As has been pointed out previously policemen 
have a higher incidence of ulcer and digestive tract 
problems (United States Department of Health, cited in 
Earle, 1973; Los Angeles County Sheriffs Department, 1971). 
This test should isolate those subjects predisposed to 
psychosomatic reactions to stressful conditions (which may 
be part of the job environment of policework). Also because 
of the higher incidence of suicide within the profession of 
policing preituatits 1975) this test may serve as an indication 


of those subjects who deal poorly with anxiety and if taken 
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into professions such as police work may be unable to cope. 


Reliability of ~_ the Corneil __index. Very high 
reliability estimates for this test are included in the test 
manual. The Cornell Index Manual states the following. 
"The reliability coefficient obtained by the Kuder- 
Richardson formula for one thousand subjects tested at five 
induction stations is fc =+.95" (Weider, Wolff, Brodman, 


Mittleman, and Wechsler, 1948, p. 3). 


The HDHQ is presented in the form of true-false 
questions. From fifty questions, two primary measures are 
obtained: the amount of hostility and the direction of 
hostility, either intropunitive or extrapunitive. These two 


primary measures are based on five scales. The outward 


hostzlityiscalestyaret "urge stoaractosout" pre"critrcisn, of 
others", and “projected delusional hostility". The inward 
hostility scales are "self criticism" and “"guiit". These 


five scales are summed for amount of hostility and combined 
according to a formula to ascertain direction of hostility. 

In the manual of the test the authors have stated that "the 
HDHQ is designed to sample a wide, though not exhaustive, 
range of possible manifestations of aggression, hostility or 
punitiveness" (Caine, et al., 1967, p. 5). This test was 


included in the test battery because one of the essentials 
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for good devloping "good" concepts of policing is the 
ability to handle coercion effectively. An inappropriate 
method of hostility expression may prevent the development 
of this ability. It was also believed that this test would 
screen out those individuals applying for positions as 
policemen who have a deeply felt need to control and 


manipulate others. 


—Soce ee as 


Reliability of the HDHOQ. The authors have ' reported 
that this test battery was administered to a Sample of 
normal persons who were then retested a year later. Test 
re-test correlations were: amount of hostility, ECSto75, 
direction of hostility, r =+.51. The authors concluded: 

If we assume that Hostility (amount) has a 

reliability of .75 and a standard deviation of 

6.5, and that Direction has a reliability of .50 

and a Standard deviation of 5.0, then we may 

calculate the standard error of measurement as 

approximately 3.5. (Caine, et “al., 1967,. ps 14). 


These reliability statistics are not of the highest order 


but are acceptable. 


Wechsler-Bellevue Form I Vocabulary (Wechsler, 1946) 


For this test the subjects in a group were read the 
words from the Wechsler Bellvue vocabulary scale one at a 
time. Each word was spelled for the subjects. The subjects 
were required to “Write the meaning of the words." The 
responses were scored according to the Wechsler-Bellvue 


Form I Manual. This test was given to assess word knowledge 
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and aS a measure of general intelligence. Wechsler has 
reported in a revised edition of this test that the 
vocabulary score correlates with the overall intelligence 


score er=t+t. 87.) (Wechstenm, 11955 75p 22 17):. 


The main reason this test was selected was because of 
the expected relationship between a candidate's intellectual 
level and marks in police training classes as has been noted 
in other police departments (see Mills, et ae 66s 
Mullineaux, 1955; Dubois and Watson, 1950). Also, word 
knowledge may also be related to written and oral 


expressiveness, two qualities essential for good policemen. 


Reliability of the Wechsler Bellevue Vocabulary. In 
the test manual (Wechsler, 1946) no reliability score is 
given for the vocabulary sub-test alone. However, the 
following reliability figures are reported for the combined 
sub-tests scores for the entire Wechsler-Bellevue Intelli- 
gence test. "The standard error of measurement for the full 
scale (IQ's) whose mean and S.D. are respectfully 100.11 and 


14.49, is 5.674" (Wechsler, 1946, p. 133). Bhis taksquan 


acceptable reliability measure. 


California Psychological Inventory (CPI) 


(Gough, 1956) 


The CPI is a true-false personality questionnaire 
containing 480 items which on scoring are grouped into 18 


personality traits (e.g. "Dominance", "Sociability", etc.). 
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The CPI has been described as follows. 


The inventory is intended primarily for use with 
"normal" (non-psychiatrically disturbed) subjects. 
Its scales are addressed principally to person- 
ality characteristics important for social living 
and social interaction. (Gough, 1969, p. 1) 

It may be expected to find most general use in 
schools, colleges, business and industry, and 
clinics and counseling agencies whose clientele 
consists tainly of socially functioning 
individuais. (Gough, 1969, p. 44) 


This test was selected because of the expected 
relationship between its personality dimensions and job 
performance. Police recruits, should have average to above 
average personality development. Scales on the CPI (e.g., 
"“Sociability", "social presence", "well-being", 
"responsibility", "self-control", "tolerence") should 
reflect a certain degree of stability and potential for a 
mature perspective in police work. It should be noted that 
Hogan (1971) found that certain CPI variables were 


predictive of later police classroom performance. 


Reliability of the CPI. The test manual indicates good 
reliability measures for the 18 scales. For example, when a 
group of high school males were given the test, the test- 
retest correlations ranged from r =+.38 to r =+.75. These 
correlations may have been slightiy lower than expected 
because of the changing and maturing tendencies of these 
young subjects. These reliability indicators are 


acceptable. 
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Situation Tests and Three-Minute-Tests (3MT) 


re es ee ee ee se 


{Individual tests designed for this research) 


These tests were designed to measure the policeman's 
ability to function in a stressful situation. Verbalizing 
skills, courtesy, and maturity under stress are variables 
that should separate different ievels of police job 
performance. For these tests the subjects individually were 
called upon to perform a number of tasks. These tasks were 
completed in the presence of three people, one actor and two 
experimenters. The entire proceedings were recorded on 
video-tape. The information given the subjects for the 
different tasks are presented below. The experimenter, 


actor, and subjects are signified with the abbreviations 5, 


A, and Ss. 
Es "Run to that table and you will 
receive instructions there." 
E? "Put these pieces together to make 
a whole, one unit." (The subject 
then proceeded for up to 3. minutes 
to attempt to assemble the O'Connor 
Wiggly Block test, O'Connor, 1951.) 
E: "Please stop. Would you step over 
here please? Ml have some 
Situations I want you to deal with. 
Here is the first one." 
(Lawnchair) 


"IT want you to imagine that you 
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(Directions) 


have taken your lawnchair down town 
to watch the Klondike Days Parade. 

In the middle of the parade you 
leave your chair to use the 
washroom facilities. When you 
return someone is sitting in your 
chair. Here is your chair and here 


is the person sitting in it." (The 
experimenter points to a chair with 
the actor sitting in it.) "Solve 


that problen." 


(Sitting on the edge of the chair 
and looking forward.) "Look at that 
float over there. This is the 
nicest spot I've had in years. 
Sure lucky I found this chair with 
a perfect view." 


"Your chair? How doi know it's 
your chair?" 


"These chairs were put out by the 
CIty. I saw them putting some at 
Sir Winston Churchill Square and 


they're the same as these." 


"Okay, you can have the chair. I'm 
tired of sitting anyway." 


"Thank-you. Now would you step 
over here again please?" 


"T want you to imagine that you are 


Standing in front lofk,the jlegis= — 


lative building and this gentleman 
(pointing to the actor) wili ask 
you a quesion." 


VExcuseyone, I*m fromaout of stown 


anduStwantfto get."’to city hall. 
Can you give me directions?" 
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(Lifeguard) 


(3MT-Peopile) 


uTRaAnK=you.." 


"Thank-you. Now I have another 
Situation for you." 


"T want you to imagine that you are 
a lifeguard and that this 
individual (points to the actor who 
begins to run on the spot and then 
runs forward past the subject) is 
running on the pool deck which is 


against the rules. Solve that 
problen." 
"Who me? What's wrong With 
running?" 


"T'm a good runner. I've got a few 
trophies for running. ER not 
goingatoiftaii.” 


"T guess I better stick to the 


rules." 


"Thank-you. Now would you _ step 
over here please, and stand facing 
me?" 


"T would like you to speak for 
three minutes on the question: 
‘What are people really like?! The 


time you wiil have remaining will 


be shown on this’ clock." (Points 
to a clock with a large dial.) 


"Thank-you. Now I have another 
Situation for you." 
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(Dog) 


(3MT-World) 


"T want you to imagine that late at 
night for the past two weeks you 
have been disturbed by a dog 
barking on the back porch of your 


neighbor. You are going to 
complain about the noise to the 
dog's owner. You are now at the 


door of the owner and are knocking. 
Simulate the knock by knocking on 
this table and then begin." 
(Knocks.) 

pyesin 


“My dog? My dog never barks. It's 
a very happy dog." 


(A relevant answer maintaining 
continually the same attitude 
towards the subject.) 


UMy dog barks only when it's 


teased. Are you teasing my dog? 
If you are, stop teasing my dog and 
he*ii stop barking." 


"Maybe it is my dog. I'11 take hin 
to the vet and get something to 
quiet him down." 


"Thank-you. Now would you stand 


here please?" 


“% VH¥oUTE PF like| you" *to speak for 
three minutes on ‘What's wrong with 
the-world?' The *timesyou will have 
remaining will be shown on the 
chock (Points to a clock with a 
large dial.) Begin now." 
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Ss "Thank you. That's the end of the 
testing.) 2 want to thank ‘you for 
cooperating and for enduring this 
Slightly stressful procedure. iT: 
ask you not to discuss this part of 
the testing with your classmates 
until everyone has been tested. It 
would be fairer for everyone if all 
begin with the same knowledge of 
what is to take place. Thank you 
again." 


The last two tasks (Dog barking, 3MT-World) were added 
for class 38 and were not given to class 37. This addition 
Should have no diverse effect on the standardization of 
administration because these changes came at the end of the 
entire test battery and therefore could not alter the 


response set of the subjects for following tests. 


The Situation tests and 3MT tests were scored with a 
procedure designed specifically for this research. The 
subjects' behaviors were assessed with the use of video- 
tapes by the three raters with scoring methods designed for 
the situation tests and the 3MT tests. These rating forms 
are shown in Appendix 8, page 270 and 271. The situation 
test scoring form contained the following categories which 
were scored on a 1-5 scale: "Approach to Situation", 
"Clarity of Verbal Request or Response", "Consideration 
Given to Other's Comments", "Effectiveness of Solution to 
Problen", "Confidence Shown in Handling Situation", 


"Tnterpersonal Skills". Once the subjects! behaviors were 
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assessed in these categories an overall rating based on 
Level of Development was scored on a five point scale. The 


score on this scale was used to predict future performance 


as a policeman. 


The Three-Minute-Test rating scale contains the 
following categories which also were scored on a 1-5 scale: 
"Introduction", "Ideas", "Clarity", "Voice", "Organization", 
"Reasoning", "Closure", "Poise", "Quality of Content", 
"Listener's Reaction". Once these scales were scored by the 
three raters the subjects were rated on "Level of 
Development" (five point scale). The score on this final 
scale was used to predict the future performance as a 


policemen. 


Rekaabsirty tofeuthe Sesrtuationyiiests sand) the vithree- 
Minute-Tests. The three raters gave an "Overall Rating" 
(Level of Development) score to each subject for each of the 
situation tests and three-minute-tests attempted. Three 
measures of reliability were applied to the data to 
ascertain the consistency and similarity of scoring approach 


by the raters. Table 15 shows the correlations between 


raters for these six tests. 
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correlations 


Table 15 


Correlations between Ratings 


on the Situation 


Tests and Three-Minute-Tests 


Lawnchair 
C= eS Sr 
| Rater } 1 j 2 | Gat 
| | i | 
jRater 1 41.0004 .608] .668] 
{Rater 2 | .608]1.000] .458| 
{Rater 3 | .668] .458],1.000] 
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Lifeguard 
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| | i i | 
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v) Lifeguard (lowest r = +.442) 


vi) Dog (lowest r = +.248) 


The first three tests, which are the most reliable, 
primarily involved the subject verbally answering a question 
With little ort#no | exchanges? between | the? jactér or 
experimenter. The last three tests involved situations 
where the actor had a larger role in communication and the 
Situations contained stressful and mildly hostile elements. 

From these correlation measures, the "Dog" situation would 
not be considered reliable enough to include in any furthur 
analysis. (The disadvantages of using correlations as a 
measure of reliability have been pointed out previously. 

Better reliability measures, which are presented below, 


Suggest that this test is acceptably reliable.) 


The chi-square approach of measuring reliability 
indicated that all six of these tests were scored in a 
Geliable Manner. The results of the chi-square analysis are 
shown in Table 16. These resuits indicate that when a rater 
agreement is considered at r=1 or r=2 (that is when the 
range of agreement is either an interval of one or an 
interval of two) the results are highly reliable. Because 
the raters were allowed to rate at quarter points along the 


scale few perfect agreements (r=0) occurred. 


The analysis of variance approach to reliability also 


indicated that the scoring approach was a reliable one with 
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Table 16 
Chi-Square Statistics 


for the Situation Tests and The Three-Minute-Tests 
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F statistics as follows: 


i) Lawnchair F = 4.751 
11) Directions F = 6.149 
iii) Lifeguard F = 3.676 
iv) 3MT-Peopie Fe=045,056 
v) Dog F = 2.482 
vi) 3MT-World F = 5.842 


All of these F scores are significant (p<.05). The scoring 
procedure for these tests can be assumed to have been 


reliable. 


The 61 subjects were divided into three groups 
according to their actual later job performance after being 
With the police force for two years. Membership in these 
groups; high performers, average performers, and low 
performers; oe determined by having each subject rank- 


ordered in his squad by his sergeant and then having the 


These two measures were obtained in the following way. 
The 22 sergeants involved were given an instruction sheet 
and a number of scoring forms equal to the number of men in 
their sguad (see Appendix 9, p. 272). The instruction sheet 
was read to each sergeant and then the sergeant assessed the 


squad members on the two variables (rank-order first and 
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then overall performance). If questions from the sergeants 
arose concerning what constituted “overall performance" it 
was explained as follows. 

If an emergency of an unknown nature occurred for 

which you were to send your best police constable, 

the man you would send should be ranked first. If 

that man was not available, the man you would send 

next would be ranked second and So on. 
Each sergeant was required to have had the subject being 
rated in his squad for at least two months. Also, if the 
sergeant stated that a new squad member would be difficult 
to rate because he did not knaw him well enough, then this 


subject was rated by the previous sergeant who would have 


known the candidate for a longer period of time. 


FOr the overall performance ratings, score 
distributions tended to highly favor the "Above Average" 
Side of the rating continuum. It should be noted that for 
this measure tied scores between or among squad members were 
allowed. Therefore, it was possible for a sergeant to give 
the top four squad members a score of eight in terms of 
overall performance and the next four a score of seven. 
This resulted in a narrower distribution of scores than the 
rank-order measures which were spread across the continuum 
(tied ranks not being allowed for this measure). Ita twas 
arbitrarily decided to wse the rank-order measures for the 
Criterion because the distribution resulting from these 
scores would be better suited for the sorting type of 


Statistical analysis that will be used in the study. 
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Reliability of the performance  measutres. The basic 


research was completed (including the performance ratings of 
March-April 1976) and the statisticai calulations were made. 
Two performance appraisals periods have since followed and a 
large amount of reliability information has been gathered. 

The three performance appraisals were carried out at the 
following times. In March-April 1976 the sergeants involved 
rank-ordered the men in their squad and then rated their 
overall performance on a nine point scale. Dae tacch—Aprsi 
1977 a similar rating and ranking occurred. In January- 
February 1978 the sergeant, the senior constable in the 
squad, and the staff-sergeant ranked and rated the 
performance of the subjects. The staff sergeants, because 
there was a question of how familiar they were with the job 
performance of the subjects, also indicated "how well" they 


knew the subject. (See Appendix 10, page 275, for a further 


elaboration of the third appraisal period.) 


Table 7 Shows the correlations among the ranking 
measures for the five raters involved. The correlation 
between sergeants for 1976-1977, as shown in this table, was 
r=+.5134; for. 1977-1978, r=+.6715. As the time between 
ranking increased the correlation became lower, 1976-1978, 


cr=+.4768. These total results indicate that this ranking 


measure was reliable over the three year time period. 


In 1978 the senior constables in the squad also ranked 


the squad. Their ranking correlated with the 1978 
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Table 17 


Correlations Among Ranking Measures 


Serg. Serg. serg. Const. 
Ranking Ranking Ranking Ranking 
1976 1977 1978 1978 
Serg. 
Ranking 1.000 25134 - 4768 ~2938 
1976 
Serg. 
Ranking 25134 1.000 - 6715 24221 
1977 
Serg. 
Ranking - 4768 ~O7AD 1.000 25033 
1978 
Const. 
Ranking aes 4241 ao Q aes 1.000 
OS 
Stair 
sergeant 
Ranking - 3501 - 4146 - 4920 ~ 5824 
1978 


serg. 


Ranking 


1978 


- 3501 


4146 


~ 4920 


- 5824 
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sergeants! ranking, r=+.5033. 


in 1978 correlated with the 1978 


r=+.4920. All of these correlations are also 


and indicate a reliable performance appraisal. 


The staff sergeants 


rank and rate the subjects in the study only if 


them well enough. After this decision, 


The staff-sergeants' 


sergeants! 


ranking 


ranking, 


significant 


(n=2) in 1978 were also asked to 


they knew 


before ranking and 
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Table 18 


Comparison of Correlation and 
Partial Correlation of Ranks 


ee a ee ew rs ee we ee es re we es er ee ee ee se Se ee ee ee ee re ee ee es ee re Ge 


Correiation Partial Correlation 
of Staff off staff 
sergeant sergeant 
Ranking Ranking 
1978 1978 

Constable 

Ranking 

1978 2 5824 24229 

sergeant 

Ranking 

1978 -4920 ~3794 


ee 


Crating the subjects, they indicated "know well", or "know 
very well" regarding their rating of the subjects. When 
this variance is eliminated from the correlational pairing a 
Slightly lower correlation results as shown in Table 18. 

These pede demonstrate that when the variance for "how 
well known" is subtracted the correlations are sirik 


reliable. 


The correlations for the rating measures given on the 
nine point scale were also shown to be reliable. Table 19 
indicates that over a one year period of time the 
correlations for the rating pairings (sergeant-sergeant) 
were; 1976-1977, r=+.5030; 1977-1978, r=+.4837. Over the 


two year period the correlations were slightly lower, 1976- 
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Table 19 


Correlations Among Rating Measures 


Staff 
SeLGgs serg. serg. Const. serg. 
Ratings Ratings Ratings Ratings Ratings 
1976 OTT 1978 1978 1978 
serg. 
Ratings 1.000 $5033 22220 21668 - 2663 
1976 
Serg. 
Ratings - 5030 1.000 - 4837 wes Hoy AS: 
1 oh BF? 
Serg. 
Ratings e320 - 4837 1.000 eget ae - 4706 
1978 
Const: 
Ratings - 1663 w2035 e2onT 1.000 -4799 
1978 
state 
Sergeant 72663 #3126 - 4706 ~ 4799 1.000 
Ratings 
1978 


a a ee ee Se SS re ee SS we ee ee ee ee ee ee Se 


T9IZGOR test.3220% In 1978 the sergeants’ and constables’! 


ratings correlated r=+.2577, sergeants and staff-sergeats, 


c=+.4706. The low correlation between constables and 
sergeants may reflect differing definitions of what 
comprises "very good" performance. In general the rating 


measures are considered reliable. 


For all performance appraisals two measures of overall 
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performance were required of each rater. This allowed for 
an intra-rater reliability neasure, somewhat similar to the 
split-half technique used for psychological tests. The 
intra-rater reliability measures were as follows: 1976 
sergeants, r=+.7774;3 1977 sergeants, r=+.6403; 1978 
sergeants r=+.5809; 1978 staff-sergeants, r=+.8681; 1978 
constables, r=+.6227. These measures indicate within the 


raters a consistent definition of “overall performance", 


Another form of measuring reliability was also 
considered. During the second assessment period, 
immediately following the obtaining of the ranking and 
rating measures, the sergeants were required to rate three 
written incidents of job performance on the same nine point 
scale of overali performance (See Appendix 11, page 284). 
The chi-square approach to obtaining reliability was’ used 
and results were as shown in Table 20. Significant 
reliability was obtained for all three written incidents. 
This significant level of agreement among the sergeants 
indicates that their judgment of job performance as 
presented in written form was basically in agreement. That 
is, the sergeants tended to agree on what constituted good 
and poor job performance. These results may imply that 
Similar standards of job performance are being considered 
when sergeants are rating constables. This type of 
agreement among sergeants indicates that a standardized and 
reliable approach to measuring written descriptions of job 


performance occurred. For the interests of the reader the 
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Table 20 


Chi-Square Reliability Measures 
of the Three Incidents 


ae 


es em ee Se Se, Se ee ee ee ee es se ee ee ee 


Intoxication Speeding Maritial 


Incident Incident Dispute 
r=0 r=0 Tncident 
. r=0 
Number of 
times the 
raters 
"agree" 9.00 10.00 9.00 
Expected 
agreements Pare ees 2.88 2.88 
Chi 
Square 14.91 20.18 14.91 
Probability p<.001 p<.001 p<.001 
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average ratings and standard deviations of the incidents are 


presented in Appendix 11, page 287. 


A third estimate of the reliability of the scoring 
approach of the sergeants was also_ used. Following the 
rating of the three incidents, the sergeants for the second 


assessment period (n=21) rated twenty attributes of job 


behavior "in terms of their importance for the overall 
performance of a policeman". These attributes were also 
rank-ordered. The rating sheet containing the attributes 


and the method of administration is shown in Appendix 12, 
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page 17-288. Results from these investigations show that 
policemen reliably rank-order important attributes required 
for police work. The five attributes that were seen as the 


most important are shown in Table 21. 


It is clearly shown in Table 21 that the five 
attributes ranked highest by the sergeants were weighted in 
terms of "overall importance" in a reliable fashion, all 21 
sergeants agreeing (beyond chance effects) upon the relative 
importance of these attributes. The high weightings given 
these attributes suggest that they are among the important 
qualities that the sergeants were considering when they were 


rating overall performance. 


The three different approachs to measuring reliability 
indicate that the method of performance assessment used by 
the sergeants was reliable. The correlations among raters 
were consistently significant. Also, the concepts of good 
and poor job performance held by the different sergeants 
were demonstrated to be similar. Incidents of good and poor 
job performance were consistently rated in the same manner 
by the sergeants. The sergeants significantly agreed upon 
the important attributes of job performance. Et ecanyube 
concluded that the rating and rank-ordering approach to 


performance assessment was carried out ina reliable manner. 


The criterion selected (rank-order score) is considered 
to be the best possible. The value of the study is 


dependent upon this measure being representative of job 
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Table 21 


Most Importat Attributes of Policework 
as Selected by Police Sergeants 
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Attribute Placement Average Standard Range Chi 


in?’topiyo “Rating Error Square* 
(1) Commonsense 100.0% 8.90 04 1 57.10 
(2) Honesty 81.0% Gaon 209 1 57.10 
(3) Self-Control 71.4% 8.62 en AS, 2 28.00 
(4) Fairness 57.1% 8.09 Sets: 3 14.59 
(5) Alertness 47.6% 8.48 as Z 28.00 
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performance. 


The following analyses were conducted. Means, standard 
deviations, and univariate F statistics for the three groups 
on all of the variables were found. Multiple discriminant 
analyses were applied to each test with four ofr more 
variables. (This statistical technique loses its 
applicability when an extremely small number of variables 
are included in the analysis.) The results of each analysis 
will be an equation (or equations) which will provide the 
weighting coefficients for the subset of variables that will 
best discriminate among the three groups. The best 
discriminating variables for each test (with four or more 


variables) will then be combined with variables previously 
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not included in a multiple discriminant analysis and entered 
into a large multiple discriminant analysis for the entire 
test battery. This approach will demonstrate the value of 
each test independently and the value of the entire test 
battery in statistically discriminating among the three 
groups. Aliso indicated will be the order of the best 


discriminating variables. 
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RESULTS 
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Three variables were scored on this test: the number of 
wrong answers, the number of correct answers, and the number 
of guestions attempted. Only two of these variables (number 
wrong, number correct) were entered into the statistical 
analyses so that statistical independence among the 
variables could be maintained. The means, standard 
deviations, and F ratios for the two variables are shown in 
Table 22. No significant differences occurred across the 
three groups for these two test variables. The test manual 
indicates a score of 22 to 23 is at the 39.2 percentile, 
While scores 26 §to 27 are at the 61.6 percentile. (These 
percentiles were based upon the scores of males ages 18 to 
30 who had completed three to four years.of high school.) 
These results show that these police recruits fall within 


the average cange of intellectual functioning. 
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Table 22 


Group Means (Standard Deviations) and 
F Statistics for the Wonderlic 


ee eee ee ee ae es ee ec ree me a Se re ee eS ee oe ee ee ee ee a ee ee ee ee a ee ee ee ee 


Wonderlic High Average Low 
Variable Level Level Level F 
Performers Performers Performers 
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The three raters' scores on each scale of the 
Incomplete Sentence Blank were summed. The means of these 


sums for the three performance groups are shown in Table 23. 


When the 15 variables used in this test are considered 
the "Response Omitted" variable appears as the best 
discriminator, F = 3.91, p<.05. The high level performers 
Omitted more responses then did the other two groups. The 
second best discriminating variable on this test was the 
"Feelings of Inadequacy" measure. The high level performers 
responded to the sentence stems with fewer feelings of 
inadequacy. This difference however, was not a signficant 


One. (p<.25). All of the other variables also did not 
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tae 


Group Means (Standard Deviations) and F Statistics 
for the Incomplete Sentence Blank 
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significantly discriminate among the three performance 


groups. 


A stepwise multiple discriminant analysis for these 15 
variables was applied to the data. It was found that 
maximum separation among the three groups could be achieved 
with four of the 15 variables. These variables were 
"Response Omitted", "Destructive to yews ert "Liking- 
nonhuman", and "Disliking-nonhuman"., This finding indicates 
that the variance accounted for by these four variables can 
be combined along two discriminant functions to maximally 
differentiate among these three groups. For these subjects 
the remaining eleven variables did not contribute any unique 
discriminating power not already contained in the previously 
mentioned variabies. Two discriminant functions were 
derived which resulted in a correct classification of 47.54% 
of the three performance groups. The classifications as 


they occurred are shown in Table 24. 


The F ratios for the discriminant functions developed 


are as follows: 


F across all groups, F =3.47, p<.05 
Group 1 and Group 2, F =3.76, p<.01 
Group 1 and Group 3, F =2.66, p<.05 


Group 2 and Group 3, F =0.33, {not significant). 
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Table 24 


Prediction Results of 
Incomplete Sentence Blank 
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Actual Number Predicted Group Membership 
Group of 
Membership Cases Group 1 Group 2 Group 3 
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Group 1 20 13 1 6 
High Level 65.0% 520% 30.0% 
Group 2 22 5 i 10 
Average Level 22.7% 3738% 45.5% 
Group 3 19 5 = 9 

Low Level 26.3% 26.3% 47.4% 


Percent of Cases Correctly Classified: 47.54% 
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between groups one and two, and between groups one and 
three, but not between groups two and three. It follows 
that this test is best used in selecting high level 
policemen from among the average and above average 
candidates. It is not a good measure to use when choosing 


which candidates from a low level group should not be hired. 


Draw-a-Person 


The average raters' scores for each scale devised for 
the Draw-a-Person test across the three performance groups 
are shown in Table 25 along with the F statistics. As shown 


in the table none of the variables significantly 
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Table 25 


Group Means (Standard Deviations) and 
F Statistics for the Draw-a-Person Test 
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Table 25 (continued) 


Group Means (Standard Deviations) and 
F Statistics for the Draw-a-Person Test 


oS ore 


Total Score 


i i i 
90. 30 (25. 16) $95. 38 (13.67) {85.65( 24.23) [1.06 


Draw-a- High Average Low 
Person Level Level Level F 
Category Performers Performers Performers 
a 6 ie | Ce irr ial 
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Eyes ! 2 no Pa 296 ait 2.88 ee are 
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Legs : Pais | ne ait 2.40 gaager 2a 11 TR OE 
Feet ; T2395 aoteny 2a03 emote 1.68 ee 
Ground Line | 2.18 panne Basa ee 1.85 ORT AS 

| 

{ 


ee a et rs es en ae ee om re Se me ee 8 es ae eee te ee ne re ee es ee ee ee ee en ee es Se re ee es em ee ee 


ORT Nn es) 
; ¥ 4 L : i ¥ » AR 
nor 
a 


b ta : ” a i ] ; , . i. ; | 
Uh he . esac 
ae ti. 
: “ly iy igh 


ben 78 j 
taet a6 come ‘ a 


a) 7 


dey e 


Sir oe 
coe 


ed A me 


4 
or, 0} (et ape Be 


Li. oy ve Teorannae “ io hed ot 
1 oie ier ane 4 re (oo 
2.04 (SO =f oe. pore 4) Bae 4 (8240) €e.S.4 eee ee, 
ST. otttes ry. BAS ait 6) 28. Lar, #8 | 
obo (He Reve 14ee Oh Btink. Testy Sr. 
at <4 482 ah } revy a) GE 2 | (ae 0} te 
stlby qnchy ‘eres ptEr.8) OPE PITS .RY PN oS 
GOL Ee Liea.0) re rarer 0) ant 
| oh.) (eGetD Oe.t Pern oF ig. tern avs 
tiloj cae) Seas péttet) role 1 (abeP) ORs 
Peer ey ne {vent teas 
ve. 7 (ee ty 9S08 Tees ty #TaS eet #248 
ER. 4 (SE oe (85.1). 28.6 LOB TH AAS: 
B20} (O88) TES eS. t} O85 Lenny re 


OSs 0| (28-0): Bae (20.4) EGsS 12044 ag Eee 
Co 7 


—— oe 
tiipew onan eaten en nanaeeae naan 


aed bess tet hive <0) et&. 10. 


162 


discriminated among the three groups. However, the variable 
"Arms of Drawn Person" approached significance (p<.10). The 
low performance group, as would be expected, scored lower on 
this variable than did the other two groups. The variables 
"Ground Line" and “Artistic Quality" were the next two best 
discriminating variables when considered independently 


(p<. 25). 


Although none of the variables (when taken alone) 
Significantly discriminated among the groups, the multiple 
discriminant analysis method (which considers the best 
interactions among the variables) did demonstrate a good 


separation of the three groups. The variables included in 


this analysis were: "Placement of Drawn Person", "Sheet 
Position", "Sex of Drawn Person", "Tdentity of Drawn 
Person", "Line Quality of Drawn Person", "Stance of Drawn 
Person", "Neck and Chin of Drawn Person", "Nose of Drawn 


Person", "Facial Expression of Drawn Person", "Shoulders of 
Drawn Person", “Hands of Drawn Person", "Arms of Drawn 
Person", "Waist of Drawn Person", "Legs of Drawn Person", 
and "Ground Line". These variables when weighted and 
linearly combined on two discriminant functions resulted in 
a maximal separation of the three groups for this test. The 
prediction results of this one test to the on-the-job 


performance by the subjects are shown in Table 26. 


The F ratios for the discriminant functions developed 
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Table 26 


Prediction Results of the 
Draw-a-Person Test 


mm ss es a es Se ee es So ee es ee ee es ew ee Se ee ce ees ee 


Actual Number Predicted Group Membership 
Group of 
Membership Cases Group 1 Group 2 Group 3 


Group 1 20 13 4 | 
High Level 65.0% 20.0% 15.0% 
Group 2 22 2 19 1 
Average Level 9.1% 86.4% 4.5% 
Group 3 Ls 1 1 he 
Low Level ei eb. Sa3n 89. 5% 


Percent of Cases Correctly Classified: 80.33% 


ee ce es cee ee ee es eee ee se ee ee ee ce ee es ee ee a ee ee ee ets oe cc ee ee ee ee ae ae ee So ee 


are as foliows: 


F across all groups, F =1.90, p<.01 
Group 1 and Group 2, F =1.53, p<.25 
Group 1 and Group 3, F =1.44, p<.25 


Group 2 and Group 3, F =3.06, p<.005. 


These results indicate that the Draw-a-Person could only 
discriminate significantly between groups two and three, 
Its best use would be in discriminating among the poorer 


candidates. 
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Thematic Apperception Test (TAT) 


The three raters scores (on the five point scales) for 
the overall ratings of the TAT slides were summed and 
statistical analyses were applied. Means, standard 
deviations and F statistics for each TAT slide are shown in 
Table 27. =No significant differences occurred for any of 
the TAT variables. The trend as indicated by TAT Card 1 and 
TAT Card 7 appeared to be in the opposite direction 
expected. Those subjects who were scored as having a high 
"Overall Level of Adjustment" tended to be placed in the 
Average Level and Low Level performance groups. Because the 
differences appeared to be in the wrong direction which may 
have been a function of chance effect, the discriminant 
analysis statistical procedure was not applied to these TAT 


data. 


The means, Standard deviations, and univariate F ratios 
for the variables of the SVIB are shown in Table 28. These 
results indicate that none of the variabies on the SVIB, 
when considered independently, significantly discriminate 
among the groups. The best discriminating variables were 
"Art", "Dentist", “Physician”, and "Biologist" on which the 


high performing group tended to score lower than the other 
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Table 27 


Group Means (Standard Deviations) 
and F statistics for the TAT 


ee i es ee ee se ce er i er ee ee ee ce ee ee a ee es eS ee eee ee 


TAT High Average Low 
Card Level Level Level F 
Performers Performers Performers 
ABigs © ei pe On Oe Oe a as 
TAT Card 1 6.95 (2.95) (38. 134 (2. 20) (52.79: (2.017) [4.45 
| { | 
TAY? Card 3 Goole Peet itis ee teics) e126) Gleb 2). 5... 80 
| | { 
TAT Card 4 Werte (2.20), 0) 74S (t. 16) fh 7247 (1.58) 2 234 
i | i 
TAT Card 7 (2.29) £53.87 “C82. 72) 158.27  (%..54) (4.56 


i | 
foo 2 02256) 76.65 Cleo) Prono (2. 12) ) 279 
i i 
G2 90) (2.40) § 6.83. (55) pf 6.63 1.42) | .-10 


| { | 
41.79(11.72) 145.22 (6.95) [44.26 (5.78)] .89 


TAT Card 13 


TAT Card 14 
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groups. 


When the multiple discriminant analysis was applied to 
the data derived from the SVIB near perfect group prediction 
occurred as shown in Table 29. This discrimination results 
because the unique discriminating power of each variable was 
considered in its relationship to the other variables across 


two discriminant functions. 


The F ratios for the discriminant functions developed 
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Table 28 


Means (Standard Deviations) and F Statistics 
for the Strong Vocational Interest Blank 


a i re ee ee ce te ee ne ce ee ee ee ee ee ee ee ee ee se ee ee 


Service 


Interest High Average Low 
Area Level Level Level F 
Performers Performers Performers 
|, ae ST | en? i a 

Public Posto Gide 1) 1 oes 10% 1) (53.74 (7.07) F031 
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| i | i 
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{ ! | | 
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{ | ( | 
Recreational {55.50(14.52)|]59.09 (9.08) |58.84 (7.07) j0.71 
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Table 28 (continued) 


Means (Standard Deviations) and F Statistics 
for the Strong Vocational Interest Blank 


me ee ee a ee a ee es Se ee ce SS Se ee Se ee ew ee 


Interest High Average Low 
Area Level Level Level F 
Performers Performers Performers 
ease 7; Rie eer ema PS Bs koe Se a 
Religious Peo. 45 €19.,.65) {| #8..59 (47.36) $50.79 1 (8.35) (0.23 
Activities { | i | 
| | | { 
Teaching bo2 Do C14 S21) 959.96 07. 26) 156.05 (6.59) [0.60 
: | { { | 
Music {45.70(14.74) {40.00(10.32) $43.16 (8.57) {0.95 
{ { i 
Art 145.35 (12.82) 752.23 (8.07) (47. 10; (6. 37) 132.04! 
{ i { i 
Writing {51.45(14.17) 151.18 (8.91) {50.74 (7.08) 10.02 
j { { | 
Dentist 119.35 (8.41) 423.41 (9.09) {24.74 (9.17)]1.97 
i | | i 
Osteopath - P26. 704 (93 73) 128.30 (CBee) 80.74 (72.23) 01.13 


I { | 
Veterinarian [{27.80(11.92) {29.41 (7.33) 430.11 (7.74) {0.33 


| I 
Physician $21.30 (8.96) {271.55(11.21) {26.47 (8.04) 41.82 


| { | 
Psychiatrist |{21.60(10.75) [22.14 (9.93) |23.05(11. 20) {0.09 

{ i ioe: 
Psychologist 1[19.45(11.31)]18.45 (8.08)]20.95 (6.38) {0.41 


| I i | 
Biologist ~~ £16.40 (11.78) | 17.82 7(9. 16) (27.58 (8.18) 17.58 


| | i ! 

Architect E15> 70,€10.03) (16.36 (9.70) 017. 32 (7.65) {0.67 
i l | 

Mathematician {10.00 (9.54) {11.82 (8.88)|13.16 (7.74) ]0.64 


| j | 
9.20 (9.42) | 9.87(10.90) 111.47(10.00) 10.26 


{ 
Physicist | 

| { { | 
Chemist £15.60 (12.70) #15. 22 (12.98) £18.05 (12.68) [0.29 

{ j { i 
Engineer £07.20 (9.74) 118.09(13205) (18.16 (9.91) [0.05 

{ { { i 
Production (30..76 ©€€8.679) 139. 18 (77. 07) 128.58 (9.20) [0.40 
Manager { i I 

| | | { 
Army O30 8 tert) £29230 613.58) $28.21 (9.38) FO. 18 
Officer | | i { 
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1This is the largest F ratio. 
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Air Force 
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Man 
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Table 28 (continued) 


ry 


+ 


(Standard Deviations) and Statistics 
the Strong Vocational Interest Blank 


ee rs i re ee ee es me ee ee a ee ee ee 


High Average Low 
Level Level Level F 
Performers Performers Performers 


134.40 (11.05) 435. 14 (12. 15) 133.95 (7.44) {0.18 
i i i i 
j | | | 
120.60 (11.48) | 25. 36 (13.77) $24. 32(11. 16) |0.86 
{ { | { 
ce] 26.05(13. 33) | 31.36(11.55) [31.79 (9.32) [1.54 
| | { | 
| I { 1 
(2%. 70 (10. Pyles 18 (8.65) 130.74 (9.81) 10.77 


| { | 
PAS PAS Te Ge i Ste (9.3) 5) 128.58 (10..80): 11.25 


| I i | 
| | 
(30.25 (10.71) 1 35..00 8 (9.20) (32.74 (10. 28) j0.74 


{ i I 
037.05 (11.59). £38.68 (11500) 739553 (9.26) (0.27 


| | { 
130.05(11.79) |33.09(12. Se 68 (12. 18) {1.02 
| i 


| : | 
37.95(13.44) 139.77 (11.75) [34.16 (11.89) | 1.07 
| { | 


{ | 
35. 40:(12.53) (35. 73 (72.74) (33.58 (17.05)10. 49 
| { 


{ { | 
36.40 (114.56) 135. 73(11. 31) [33.58 (9.73) [0.43 
i { | 


| ! | 
5 (12.83) 134.95 (15. 37) 132.53 (13. 23) 10. 16 
' | | 


| { | | 
ce] 34.00 (11.56) | 38.09(12. 15) {36.68 (8.39) 410.75 
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Area 


- Musician 
Performer 


Music 
Teacher 


CZPsAs 
Owner 


Accountant 


Office 
Worker 


Purchasing = 
Agent 


Banker 
Pharmacist 


Funeral 
Director 


Sales Manager 


Real Estate 
Salesman 


Life Insuranc 
Salesman 


Advertising 
Man 


Lawyer 


Author- 
Journalist 


President- 
Manufacturing 
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Table 28 (continued) 


Standard Deviations) and F Statistics 


he Strong Vocational Interest Blank 
ian: . cAvesage | Lows tia ee 
Level Level Level F 
Performers Performers Performers 


os ee SS es es rw ee eee ee ees So a EE as Ga ee ce ee Ce ee ee ee ee ee ee ee oe ee Se ee ee ee we 


{ | { 
27.70 (9.34)130.09 (7.16) {31.21 (8.09) 10.94 
. be i | 


[ i l 
(29530 613. 02) 27.58 (7.68) 10.33 
! i i 


i i | 
VIS 6001124) 19262519552) (19.907 (7254) 10.01 
{ ( 


I | | 
23. 70(11.08) (25. 59 (12.36) 121. 11(10. 27) 10.80 


26.80 (9.49) 
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Table 28 (continued) 


Means (Standard Deviations) and F Statistics 
for the Strong Vocational Interest Blank 


Interest High Average Low 
Area Level Level Level F 
Performers Performers Performers 


me ee ee a ee re ee en ee ee i ee ee See i ee 


{ | | i 
Credit Manager |34. 35 (13.63) {35.14(11.55) {32.00 (8.94) [0.40 


| { I 
Chamber of (36.95(12.25) [37.41 (8.74) (34.36 (9.47) [0.51 


Commerce Exec. | | | | 
i i { | 

Physical {471.35(12.70) (42. 14(12.68) {44.47 (7.25) {0.40 
Therapist | | { j 
I | i 

Computer 24.85(10.11) | 26.41(10.78) {25.84 (8.90) {0.13 


Programmer 


{ ( | 
34.90 (13.24) 136.96 (9.69) 134.00 (8.14) 40.43 
i i I 


{ | { 
37.50 (14.62) 439. 36(10.48) 137.37 (9-91) {0.19 
i | | 


| i | 
38.85(15.01) {39.82 (8. 13) {40.79 (7.87) 10.716 
l i I 


{ { i 
38.00 (12.04) 440.50 (7.98) 438.84 (9.96) [0.34 


1 { | 
54.75 (16.05) 161. 50 (8.43) {57.37 (6.24) 42.00 


Business Ed. 
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Community 
Rec. Admin. 


Academic 
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Age Related 


Diversity of 
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| i | 
Masculinity 58.85 (16.17) {60.36 (9.16) {60.90 (7.59) {0.17 

{ | | 
Managerial 34700 (114.40) $35286 (9.3%).131.95 (9.36) [0.77 
Orientation { { | 

{ i { 
Introversion, |35.90(12.07) {39.78(10.31) {41.21 (9.18) {1.31 
Extroversion i | | 

| { { 
Occupational 48.95: (12055) q4609T (6.13) (49.53 (5.93) 10.52 
Level { i { 


I | | 
Specialization| 37.40 (16.07) {39.00 (13.45) {37.37(12.05) [0.15 


| | | i 
Like | 33.55(16.07) 133. 00 (13.45) {29.63(12.05) {0.45 


Percentage { { \ l 


{ l { | 
Indifferent (3490118 29 1) 1.43..95 (16 «26) [40.63 (18. 23) [1.37 
Percentage | | { | 
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Table 29 


Prediction Results 
of the Strong Vocational Interest Blank 


es ee ee ee ee er es ee ee ee Ses ee ee ee ee ee ee 


Actual Number Predicted Group Membership 
Group of 
Membership Cases Group 1 Group 2 Group 3 


ee a ee ee re ne a ee ee ee ee ee ee se ee ee 


Group 1 20 17 2 1 
High Level 85.0% 10.0% SIGs! 
Group 2 22 0 22 0 
Average Level 0.0% 100.0% 0.0% 
Group 3 19 2 0 17 
Low Level 10.5% 0.0% 89.5% 


Percent of Cases Correctly Classified: 91.80%. 


ee Se ee a es ee ee eee OS cee oe Se oe ee ee ee ee ee es Se ee ee ee ee ee ee 


are as follows: 


F across all groups, F =2.61, p<.01 
Group 1 and Group 2, F =3.34, p<.01 
Group 1 and Group 3, F =1.81, p<.05 


Group 2 and Group 3, F =2.92, p<.05. 


These results indicate that when the following variables are 
taken in the order shown in Table 30 the three groups can be 
Significantly discriminated from ~.each other. The 
interaction of these variables serves well to separate these 


groups. It should be noted that a trend appears which 
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Table 30 


Order of Variables Selected 
in SVIB Multiple Discriminant Analysis 


cee ee a i a ee ee ee ee eS re Se se ee 


STEP VARIABLE 
NUMBER ENTERED* REMOVED* 

1 Art 

2 Religious Activities 

& Physician 

4 Social Service 

5 Dentist 

6 Military Activities 

q Music 

8 Law/Politics 

9 Business Management 

10 Librarian 

11 Writing 

12 Personnel Director 

13 Sales 

14 Business Management 
a5 Psychologist 

16 Mechanical 

a Policeman 

18 Military Activities 
a9 YMCA Staff Member 

20 Physician 

21 Public Speaking 

22 Teaching 

23 Biology 

24 Farmer 

25 Psychiatrist 

26 Engineer 

2 YMCA Staff Member 


a me ee ee a ee 6 ee es a a ee ee me ee ee ee ee ie a ee ee ee ee ee ee eee 


*"Entered" and "Removed" indicate which variables 
are being included in the grouping of variables 
that are used to discriminate performance levels. 
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suggests that those having higher interests in the 
professions (as represented by "dentist", "physician", and 


"biologist") tend to have lower performance ratings. 


Cornell Index 


The means, standard deviations, and F statistic for the 
one variable on this test are shown in Table 31. Although 
these resuits are not Significant, they approach 
Significance (p<.10). It is indicated that the high level 
performers tend to have fewer physical complaints than do 


the average and low level performers. 


Hostility_and_ Direction of Hostility Questionnaire (HDHQ) 


The means, Standard deviations, and F statistics for 
the two variables on this test that were considered 
("direction of hostility" and “amount of hostility") are 
shown in Table 32. No significant differences occurred 
among the three groups on these test variables. It should 
be noted that the "direction of hostility" variable shows 
that all three groups direct hostility slightly outward (the 
"direction" score being greater than zero). It has been 
reported by the authors of this test (Caine, Foulds, and 
Hope, 1967) that normals tend to score in the extra-puntive 


direction as has occurred in these results. 
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Table 31 


Group Means (Standard Deviations) 
and F Statistic for the Cornell Index 


re ee re ee ee a ee se se ce ee es Se ee ew ee i ee ee es ee ee 


Cornell High Average Low 
Variable Level Level Level F 
Performers Performers Performers 
ae 80 PE a ho 
Cornell et aeG. (Cl 28 ese ero ls 2.26 (2.58) £34 
Total | | { | 
Table 32 


Group Means (Standard Deviations) and F Statistics 
for the Hostility and Direction of Hostility Questionnaire 


ee a es a es es ee ee ee a ee oe ce we tt a oe ee ee Se es ee ee 


Hostisity High Average Low 
Variable Level Level Level F 
Performers Performers Performers 


ee ce me ee re rs SS ee Se ee Se ee es ee ee ee ee ee Se ee ee ee ee 


| i | 
Direction of j|1.63 (3.40) {1.70 (4.45) {1.26 (3.00) 
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a ee ee ae ee ee ee ee 


The means, standard deviations, and F statistics for 
the one variable from this test are shown in Table 33. No 
Significant difference occurred across the three groups for 
this test variable. These group average scores fall within 
the average range according to the normative data supplied 


With this test. 


ee cee ee Se ee ae 


The means, Standard deviations and F statistics for the 
18 variables of this test are shown in Table 34. These 
results indicate that only one of the 18 variables on this 
test significantly discriminated among the three groups. It 
is reported that this variable, "Capacity for Status", 
measures the "personal qualities and attributes which 
underlie and lead to status" (Gough, 1956, p. 10). The best 
policemen, as rated by their sergeants, score highest on 
this variable when compared with average and low performing 


policemen. 


A multiple discriminant analysis was applied to the 
data for the 18 CPI variables. The analysis reached maximum 
separation among the three groups by using six of the 18 
available variables. These variables were: "Capacity for 
status", "Intellectual efficiency", "Tolerance", "“Achieve- 


ment via independence", "Sense of well-being", "“Social- 
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Table 33 


Group Means (Standard Deviations) and 
F Statistic for the Wechsler-Bellevue Vocabulary 


ae ee ee ee ee ee ee cee ee et eee re cs es ee ee ee ee ee erm ee ee ee eee ee ee es me ee ee ee ee ee ee ee ee ee ee ee ee ee 


Wechsler- | High Average Low 
Bellevue Level Level Level F 
Vocabulary Performers Performers Performers 
TS ee a hoe ce eon eee 
Raw Score 128265 (3236) {27.647 (3.76) $29.11 (4.04) 10.78 
{ I i | 
ization", The discriminant functions which were derived 


resulted in a correct classification of 62.30% of the three 
performance groups. The classifications as they occurred 


are shown in Table 35. 


The F ratios for the discriminant functions developed 


are as follows: 


EReacross allcgqroups, )F)}=2229, p<.01 
Group 1 and Group 2, F =2.22, p<.10 
Grouped and Grotp 3, F =2.97, p<.025 


Group 2 and Group 3, F =1.80, p<.25. 


The results indicate that the CPI oniy discriminates 
Significantly (p<.05) between groups one and _ three. This 
test is best used as a more general screening device which 


will separate only the best performers from the poorest. 
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Table 34 


Group Means (Standard Deviations) and F Statistics 
for the California Psychological Inventory 


mc en i ee re ee ee ee es es es ee ee es es ee ee ee eee te ee eee ee 


CPI High Average Low 
Variable Level Level Level F 
Performers Performers Performers 
“Dominance ~~‘ {57.37 (8.94) {54.57(11.84) 153.00(13.21)] .71 

i | { { 
Capacity (57521 (6.78) 152.70 (7.63) {51.11 (8.01). [3.42* 
for Status { j { | 

! { { i 
Sociability (57263) (€7233)4,55256 768.03) $5.5.84 (7.78) 242 

[ I i i 
Social oO. 7% (5.82) 056267) (os33N557.95) (6550) {1.31 
Presence { { | | 

i ! i { 
Seif- (59.53 (7.19) £56s74 (Sea0es6. 267(8051) ft .10 
Acceptance | | | | 

| I { { 
Well-Being fo7.90 (6.07) [538552 (695) 155. 24.7.(9500) | ~42 

1 { i { 
Responsibility {50.84 (7.40)|}51.87 (7.49) {49.79 (7.21)| 42 

1 { i | 
Socialization [56.84 (6.04) 454.74 (8.72) 452.90 (8.43)]| .27 

{ { | i 
Seit-Controt, [57.47 (8.01) [57.30 (7661) 155.78 (6.88) ]..27 

{ | { | 
Tolerance PSs. 50) (66 09) p54. 19:917.09) 153258) (7.63) 11. 81 

{ | | | 
Good 15900 (1 14.45)°1592 70.10.34) 155. 84.(10.:80) [.-.72 
Impression { | | i 

1 i H | 
Communality b5O005 (6.96) (55.499 (12) 151. 78> (S216) 291 

eel \ { | 

Achievement 158e5891(6..45)14 58. 65e(6ned pis oe s3i9ee ti 1.09 
via { | ; i 
Conformance { | | I 

| | I | 
Achievement 1580. 21(10200) 154.882 (85 39)053.958 (8093) pan10 
via { 1 { | 
Independence | { | | 

i i | i 
Intellectual {56.11 (7.30) {51.26 (9.50) |54.84 (8.56) {1.83 
Efficency { | l | 

| i | ! 
Psychological [55.84 (6.90) {56.48 (7.08) {56.68 (7.46){ .07 
Mindedness | { | { 

! i | [ 
Flexibility 148.00 (9.90) 149.09(10.80) 449.11 (9.30) { .08 

{ | | i 
Femininity (46.88 (9.01) }49.74 (9.68) 146.84 (8.69)[ .71 
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Table 35 


Prediction Results of the 
California Psychological Inventory 


Actual Number Predicted Group Membership 
Group of 
Membership Cases Group 1 Group 2 Group 3 


Se caer nee a ee ee a ee wee eee ce ce eee ee ee a ee ee en ees ee ee ee ae ee ee ee ee ee ee 


Group 1 20 5 Ps 3 8 
High Level G3n24 15.8% LV LN% 
Group 2 22 5 14 4 
Average Level Ve Pt i 5 60.9% 17.4% 
Group 3 19 2 5 12 
Low Level 10.5% 26.3% 63.2% 


Percentage of Cases Classified Correctly: 63.30%. 


The Situation Tests and the Three-Minute-Tests 


Table 36 shows the means, standard deviations, and 
independent F statistics for each of the six tests. Only 
one of the six tests, "Directions", Significantly 
discriminated among the three groups. The three-minute-test 
"World" was very close to significantly discriminating 
(p<.10) but because this test was only administered to the 
second recruit class the reduced sample size (n =28) 
probably made the significance level more difficult to 


achieve. 
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Table 36 


Group Means (Standard Deviations) and F statistics 
for the Situation Tests and the Three-Minute-Tests 


ee ee ee ee ee ee ee ee ee ee ee ee re ee ee 


Test High Average Low 
Given Level Level Level Lig 
Performers Performers Performers 
Biawuehait ss i 29609 (0570) 1) 2,40 (0039) \) 2041. (0.87) fO.59 


{ | | 
Bolo: (0287) 1} 2.70 (0.52)4. 2.61 (0.90) 14.03% 


| 
i 
Directions { 
| { ! i 
Lifegaurd 2s 69 (0295) 72.46" (0258) 2.492 0(0.387) 10.84 
| { { | 
3MT-People PP 25600 (6.56) P¥2955 60.65) ("> 2536 (0.82) 10.97 
| | { | 
Dog { 3.14 (0.45) { 2.89 (0.46)}] 2.96 (0.90) {0.62 
i | { | 
3MT-World os esee (0557) base 2. (8268) f 2.45. (0.77) (3223 
| | i i 
en eer ed Neale ree ra Ter ek ST 


The Situation testS concerning areas of conflict 
("Lawnchair", “Lifeguard", "“Dog") did not successfully 
discriminate among the performance groups. The tasks which 
required verbalizing in the presence of little or no 
conflict ("Directions", "3MT-World") were the best tests. 
The candidate's ability to express abstract concepts, his 
level of maturity, and ability in verbal communication, are 


developmental areas more obviously observed on these tests. 


The multiple discriminant analysis for the situation 
tests and the three-minute-tests achieved maximum separation 
among the groups with the use of only two of the six tests. 


The "Directions" situation test and the “World” three- 
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minute-test were the two contributing variables used. The 
other tests added no additional unique discrimination power 
to the two discriminant functions derived. The predicted 
group membership as compared with the actual group 
membership (high level performers, average level performers, 


and low level performers) is shown in Table 37. 


The F ratios for the discriminant functions developed 


are as follows: 


ng 


F across all groups, =3.42, p<.01 
Group 1 and Group 2, F =2.82, p<.10 
Group 1 and Group 3, F =4.62, p<.01 


Group 2 and Group 3, F =2.96, p<.05. 


These results indicate that when the "Directions" and 
“World” tests are combined, groups one and three and groups 
two and three can be distinguished. This implies that 
future job performance at the middle and lower end of the 
job skill continuum can be predicted with these two tests. 

It is clear that group three can be discriminated from both 


of the other groups with this test. 


The groups of variables that were used ina nultiple 
discriminant analysis for separate tests (Incomplete 


Sentence Blank, Draw-a-Person, Strong Vocational Interest 
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Table 37 


Prediction Results of the 
Situation Tests and the Three-Minute-Tests 


me sr es a i ee i Se ee ee ee es ee Os ee a ee ee es ee es ee ee 


Actual Number Predicted Group Membership 
Group of 
Membership Cases Group 1 Group 2 Group 3 


Group 1 20 9 5 6 
High Level 45.0% 25.0% 30.0% 
Group 2 22 5 9 8 
Average Level ee | 40.9% 36.4% 
Group 3 19 7 1 11 
Low Level 36.8% 5.3% 57.9% 


Percent of cases correctly classified: 47.54% 


cee ee wa a ee ee ee ee 2 ee eee 


Blank, Califronia Psychological Inventory, Situation Tests 
and Three Minute Tests) plus individual test variables that 
had not been included in a previous multiple discriminate 
analysis (Wonderlic Total Score, Number Wrong on Wonderlic, 
Cornell Busi chs Score; (Total (‘Hostility Score, Direction ‘of 
Hostility Score, Wechsler Belivue Vocabulary Score) were 
included ina large muitiple discriminant analysis. The 
scores for the Thematic Apperception Test were not included 
because the direction of the differences appeared 


{insignificantly) to be in the wrong direction. 


The prediction tabie for this analysis of the best 


variables in the test battery is shown in Table 38. Only 
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one subject was misclassified when the larger analysis was 


applied to the data. 


The F ratios for the discriminant functions developed 


are as follows: 


F across’‘all groups, F =4.12, p<.01 
Group 1 and Group 2, F =4.43, p<.01 
Group 1 and Group 3, F =3.67, p<.01 


Group 2 and Group 3, F =4.31, p<.01. 


Significant differences occurred between all pairs of groups 


and among the three groups. 


The stepwise multiple discriminant analysis begins by 
selecting the single pee discriminating variable according 
to the preselected criteria (sergeants! rankings in squad). 
Then a second variable is selected as the variable best able 
to improve the discrimination between the groups. The third 
and successive variablies are selected according to their 
ability _ furthur contribute to discrimination among the 
groups (See Nie, et al. Statistical Package for the Social 
Sciences, 1975, pe 436). The variabies were selected in the 
following order as shown in Table 39. It can be noted that 
the best test to discriminate among the groups was the 
"Directions" situation test followed by "Ommissions" from 
the Incomplete Sentence Blank and “Arms" of the Draw-a- 


Person. These variables are very difficult to fake and 
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Table 38 


Prediction Results for the Best Variables 
of the Test Battery 


ee ee ee ee ee a we Se ee en ee ee ee wee ee ee a oe re ee ces ee es Ses ees ee ee ee ee ee we ee 


Actual Number Predicted Group Membership 
Group of 
Membership Cases Group 1 Group 2 Group 3 


wees a ee ee ee we ea ee es ce ee ee ee ee ee ee ee ee ee es ee we ee eee ee ee a 


Group 1 20 19 0 1 
High Level 95.0% 0.0% 5.0% 
Group 2 22 0 22 0 
Average Level 0.0% 100.0% 0.0% 
Group 3 19 0 0 19 
Low Level 0.0% 0.0% 100.0% 


Percent of Cases Correctly Classified: 98.36%. 


oe ee a we we ee ee ee oe em es ee me ee a ee ee. te ee ee eee ee es ee ee re ee ee ee ee 


probably for this reason are the best discriminators. 


The variables shown in Table 40 are weighted so that 
the groups can be maximally separated. This separation 
occurred with the use of two discriminant functions. The 
plotting of the mean discriminant functions scores for the 
three groups is shown in Figure 1. These centroids (mean 
discriminant function scores) indicate that Group 1 and 
Group 3 are highly similar on Function 1 and quite different 
on 36Functiocner2: Group 2 differs from both of the other 
groups on both functions. If the concern in the selection 
process is primarily not selecting members from Group 3, 


then noting the individuals who scored highest on Function 2 
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Table 39 


Order of Variables Selected 
in Test Battery Discriminant Analysis 


eee a ee es eee eee we ee wee ee ee Se ee me ere er ee re ee ew ee es ee es i a me es ee ee ee ee 


VARIABLE 
ENTERED REMOVED 


eee eS ee Sm ne ee em ete ee ee ee Se ee my me cae a ee Se ee eee eee ee ee oe ee 


Directions, Situation Test 
Ommissions, Incomplee Sentence Blank 
Arms, Draw-a-Person 
Social Service, SVIB 
Sheet Position, Draw-a-Person 
Tolerance, CPI 
Sexual Identity, Draw-a-Person 
Waist, Draw-a-Person 
Psychiatrist, SVIB 
Line Quality, Draw-a-Person 
Achievement via Independence, CPI 
Well-Being, CPI 
Capacity for Status, CPI 
Socialization, CPI 
Mechanical, SVIB 
Physical Therapist, SVIB 
Sociat Service, SVIB 
Psychologist, SVIB 
Lipratrian, SVis 
Placement, Draw-a-Person 
World yr 2hT 
Sales, SVIB 
Liking Non-Human, Incomplete Sentence Blank 
Dentist, SVIB 
Personnel Director, SVIB 
Writer, SVIB 
PSychiatrist, SVIB 
Sales, SVIB 
Achievement by Independence, CPI 
Neck and Chin, Draw-a-Person 
Music, SVIB 
Facial Expression, Draw-a-Person 
Wonderlic Errors 
Shoulders, Draw-a-Person 
Policeman, SVIB 
Identity, Draw-a-Person 
legs, Draw-a-Person 
Shoulder, Draw-a-Person 
Intellectual Efficiency, CPI 
YJorld, 3MT 
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Figure 1 


Plotting of Group Centroids 
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Function 2 


, ' 4 iy ; Pe : ag 
et ons 4 aise 


rae 
1 i 


tr raprow 
‘ 7 aan 
(fa. Ge out -T4)* ne 


es wre. ha a | ¥ 
7 : 
a 7S Gt Oo. 
pp ae wes. 
: ¥ if bev Be 


; a oe 
hag ytaay ne 
1 r , q 


$ , SA tana 7 
FR OW GR ATC ae 


“eh. b= ho. 0-760" 


Le sient Pe 


Ene a; 


oan , . uJ nh iy 
J) ee. St en 


186 


would allow the best prediction power for this type of 


selection. 


Defining what qualities are measured by the 
discriminant functions can be determined by observing the 
Standardized discriminant weights (which are used as the 
multiplying coefficients to determine the contribution of 
each variable). These weights are shown in Table 40. High 
loadings on Function 1 show that an inverse relationship 
exists between Function 1 and "Librarian" (SVIB) and between 
Function 1 and "Arms" (Draw-a-Person). High scores on 
Function 1 occurred for both the high level performers and 
the low level performers. It is indicated that those who 
score high on Function 1 have low interests in the fields of 
"“Tibrarian", "dentist", and "psychologist" suggesting a 
lacking of inclination towards these types of professions. 
Function 2 has high positve weightings on the variables 
“ohysieal**therapist" (SVIB) and” *"dentist"- (SVIB). Low 
scores on Function 2 occurred for the high level performers. 
It is indicated that high level performers have lesser 
interest in these areas then do the low level performers. 
This suggests a dedication to police work that is not 


interfered with by interests in other professions. 
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Table 40 


Standardized Discriminant Function Coefficients 
for the two Discriminant Functions 


mm nn re wee ee ee a ee ee ee se i ee ee oe ee ae ee ee me ee ee 


VARIABLE FUNCTION 1 FUNCTION 2 
Directions, Situation Test =—05515231 -0.17697 
World, 3MT 0.07148 =O. 112674 
Sheet Placement, Draw-a-Person 0.43290 Os2rs3i 
Sex of Drawn Person, DAP -0.45893 -0.07615 
Line Quality, Draw-a-Person -0.32751 -0. 54505 
Neck and Chin, Draw-a-Person 0.55769 -0.06902 
Facial Expression, Draw-a-Person 0.23868 0.22560 
Shoulders, Draw-a-Person 0.23868 0.22560 
Arms, Draw-a-Person -1.110656 -0.27686 
Waist, Draw-a-Person 0.71308 -0.03054 
Legs, Draw-a-Person 0.18942 0.28811 
Liking Non Human, 

Incomplete Sentence Blank 0.45119 -0. 19690 
Response Omitted 

Incomplete Sentence Blank 0.14936 =O CO tar 
Mechanical Interest, SVIB -0.73708 -0.62324 
Music, SViB 0.44694 0.01726 
Writing, SVIB 1.02440 =Oe tow 
Dentist, SVIB -0. 93700 0.50827 
Psychologist, SVIB -0.937090 0.50827 
Policeman, SVIB WS Z2436 -0.03993 
Personnel Director, SVIB -0.91290 0.55943 
Librarian, SVI8 -1.39356 0.35040 
Physical Therapist, SVIB =O0n0 }442 35 1927 
Number Wrong on Wonderlic Ooi tae =. 43 789 
Capacity for Status, CPI 0.24101 20. 25565 
Well Being, CPI =0203976 0.40340 
Socialization, CPI -0.10870 -0.29454 
Tolerance, CPI 0.05923 -0.60844 
Intellectual Efficiency, CPI =Qat5758 0.05985 
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CHAPTER LY 


DISCUSSION 


and the Wechsler Bellevue Vocabulary. 


It was hypothesized that the overall mean of the police 
recruits would be in the average or slightly above average 
range for these two tests. This hypothesis is not rejected. 
The mean scores for the police recruits ranged from 26.48 
(high level performers) to 22.21 (low level performers). AS 
predicted these scores fall within the average range, a 
score of 26-27 occurs at the 61.6 percentile, while a score 


of 22-23 occurs at the 39.2 percentile (see Wonderlic, 1961, 


pe 6). 


The trend for the number correct, although not 
Significant, suggests that high performers scored higher 
than average performers who scored higher than iow 
performers. This trend has not been supported in the 
literature (National Crime Commission, 1928; Thweatt, 1972). 
Thweatt has reported that "the very bright men do not stick 
with the force" (p. 62). In this present study most, but 
not ail dropouts, were placed by their job performance in 


the low performance group. This group had the lowest tean 
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score on the intellectual measures. 


The Wechsler Vocabulary Test score showed that no 
Significant difference occurred among the groups. AS 
predicted the mean raw scores (27-29) were within the above 
average range of intellectual functioning (average scale 
score of 12 on the Wechsler Bellevue, 80th percentile). 
These results suggest the following conclusions. 

(1) Policemen tend to be above the population 

average in intelligence. 

(2) Little relationship between inteliigence test 

scores (of this above average intelligence group) 

and job performance exists. 

The first conclusion substantiates a general finding that 
has been presented in the literature survey. For most 
police departments it is reported that policemen tend to be 
average to above average in intelligence (National Crime 
Commission, 1928; Kole 1962; Matarazzo, Allen, Saslow, and 
Wiens (1964); Neiderhoffer, 1967; Fenester and Locke, 3: 
Matarazzo, Wiens, Matarazzo and Manaugh, 1973). The results 
of this study are congruent with this finding. It should be 
noted that these good intelligence scores could have been 
produced by the present selection method of the personnel 
department. A general knowledge questionnaire is given to 
each applicant and a 60% score is required before further 
consideration of the applicant is allowed. This screening 
method may be responsible for preventing those with below 


average intelligence from joining this police department. 
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Conclusion two also supports previous research. Little 
reiationship between intellectual functioning of police 
recruits with above average mean intelligence scores and job 
performance has been demonstrated in the literature (Dubois 
and Watson, 1950; Mills, McDevitt, and Tonkin, 1965; Bass, 
Karstendiek, McCullaugh, and Pruitt, 1954). This result was 
also substantiated in this present study by the multiple 
discriminant analysis of the entire test battery. The 
Variables "number right" on the Wonderlic and the "Wechsler 
Vocabulary Score" were not good discriminators of job 
performance levels. This was shown by the fact that these 
Variables were not included in the final multiple 
discriminant analysis. It appears that once policemen are 
Within the average to above average range of intellectual 
functioning it is other variables that determine the quality 


of their job performance. 


The "number wrong" on the Wonderlic was the twenty 
L2Ch variable entered into the multiple discriminant 
analysis. This measure of carelessness and imprecision in 
inteliectual tasks makes a useful but very limited 
contribution to discriminating among different leveis of on- 


the-job performance. 
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The Interest Test: 


re ies ae es es Se eer ae OS SS ee ee 


strong Vocational Interest Blank 


— — ee | ——> 


It was hypothesized that the mean scores for all three 
groups on the "policeman" scale would be in the ‘a! category 
(upper three quarters of the criterion group). This - 
hypothesis cannot be entirely rejected. The "policeman" 
scale means fall within the ‘'B! category and are Similar to 
one guarter of the original criterion group (Strong and 
Campbell, 71966). Cultural differences may explain why this 
present police group differed from the majority of the 
criterion group. It should be remembered that the criterion 
group was made up of American police officers. No 
Significant differences among the three levels of performers 
for the "policeman" scale occurred. These resuits indicate 
that for this group of policemen the "policeman" scale was 
not a particularly good measure of job interest or of later 


job performance. 


It was hypothesized that good policemen would score 
higher on mechanical and clerical measures. The results 
indicate. that mechanical and clerical measures do not 
discriminate among performance levels of policemen. 
"Technical supervision" and "mechanical" interests Showed no 
differences among the groups. In the Jiterature survey, 


differencés were shown in these areas on more performance 
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oriented tasks rather than tasks such as the SVIB which is 


the paper and pencil type. 


It was also hypothesized that high scores on 
professional scales ("dentist", "osteopath", "veterinarian", 
"biologist", Harchitect!; "physician", "“nsychologist", 
Vpsychiatrcisth" Fi tauthor journalist") and the "diversity of 
interest" scale would have a negative relationship with 
performance. This hypothesis is only partially rejected. 


It was shown that the scales "diversity of interests" (a 


measure of "breadth of interests"), "art", "dentist", 
"physician", and "biologist" were the best univariate 
discriminatiors although the differences were not 
Significant. The low performers tended to have higher mean 
scores on "“diversisty of interests" and the other 
professional scales. This finding in part supports the 


hypothesis that high interest scores in other professions 
relates negatively to police job performance measures. 

These fencinge substantiate those of Blum (1964) and Thweatt 
(1972). These authors reported that high scores in some 
professions had an inverse relationship with later police 
job performance measures. Thweatt (1972) described 
policemen in this category as "frustrated professionals". 

The resuits from this study may indicate that low level 
policemen may find police work frustrating and therefore 
report interests and aspirations in areas other than police 
work. These other interests may detract from their job 


performance. 
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Also hypothesized was the belief that high performing 
policemen would have a greater interest in social contacts. 
This hypothesis is not accepted. No significant results 
occurred in this area. For the scale "personnel director" 
the trend was in the direction predicted but the differences 


were far from Significant. 


ve was hypothesized that the three police groups (the 
three groups being considered together) would score very 
high on the "masculinity-femininity" scale. This hypothesis 
is not rejected. This scale was developed by comparing the 
interests of men and women. “High scores on the Men's form 
indicate strong ‘typically masculine' interests and low 
scores indicate ‘typically femininet interests" (Strong, 
1966, p.- 18). The original criterion group of policemen had 
a mean of 50 (standard deviation of 10). The present 
results show a mean of 60 (standard deviation of 11) 
indicating a unique interest area (which emphasizes 
masculinity) for this group as compared with men-in-general. 
For the purposes of prediction, this scale did not 


discriminate among performance levels. 


The multiple “discriminant analysis of the SVIB test 
data resulted in near perfect group prediction (91.80%). 
Twenty one variables were included in the final analysis, 
the best five variables being "art", "religious activities", 
"physician", "social service" and "dentist". The value of 


the multiple discriminant analysis can be seen in the 
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selection of "art" as the best discriminating variable. 
This variable separated the average performers who scored 


higher than both the high level and low level performers. 


The following general conclusions are suggested from 


the findings of the interest test. 


(1) The "policeman" scale is not a particularly 
good measure of police interest or of later job 
performance. 


(2) Policemen do not have higher interests in 
mechanical and clerical fields as measured by the 
SVIB. 

(3) An inverse relationship between interest in 
other professions and job performance appears (not 
quite significantly) to exist. 


(4) Policemen do not show a greater interest than 
men-in-generai in social contacts. 


(5) Policemen score very highly on items 
indicating "typically masculine" interests. 


Personality Measures 


Te was hypothesized that high level performers would 
score higher on the developmentai scales ("Contribution to 
Society", "Feelings of Adequacy", "Liking for Others", 
"Others Like Subject") and lower on the non-developmental 
scales ("Harmful Generalization", "Destructive to Society", 


"Feelings; of Inadequacy", "Disliking for Others', “Others 


qo beeeeinee nts! sstsvinaos fa 


sot saaeting apy: : oe ae fewer 


uf ‘ei te aga G win aé ais 
dot tiers a 20° SSeS 


4 bie of 


ak seanaaiee reiterd een Bae: - 
gia po teitizeon af abLott aotaels baa isoks 
ee ; de ; 
ot Seere Tas egt ok qidenn testes essaendh, wh ¢ ig 
fon) ¢iseqas ot sergtse¢ dof bap anotezstorq 3 ibe 
te Lae of (elinnobidagie 


apis Siw ees as iotestp Soda jon: ob aoeooifor 
.2tos tno pase mi istenee~! 


pat oF ie n r se A 
auesc mo 6 UhagtA. (eae - 1002 moneoktos. iS ) Mi 
Wetae sete ia eriyvend alana a 0 DL Dae, © 


Apeohae 
Ps ~» @ 
yc ™ god 
nonueudh wt tenoeaes 


a: i a 


Aue erolkathieq bayet. ‘ag Smit t | 


eu 


od to Lowe a ao 
tauodao . 407 2 
coakanen’ ' 5 . 
"ys atoae ‘ot 
sied70" 4) 

Ans 


195 


Dislike Subject"). No hypotheses were formulated for the 
scales "Harmless Generalization", "Self Serving", and 


"Response Omitted", 


This hypothesis can not be rejected for two scales, 
"Feelings of Inadequacy" and "Destructive to Society". 
Although univariate F scores were insignificant (p<.30) the 
trend was in the expected direction and significant levels 
were approached. For the other devesiopmental and non- 
developmental scales concerning the hypothesis in question 
no Significant differences or trends were noted. These 
results suggest that high level performers have fewer 
feelings of inadequacy and fewer attitudes that are int 


opposition to societal values. 


The "Response Omitted" variable, about which no 
hypothesis was formulated was the best variable on this test 
discriminating significantly (p<.05) among the three groups. 
The fact that high level performers omitted more sentence 
completions than did the other two groups allows for the 
following interpretations. 

(1) The high jievel performers are guarded and 

defensive about their personal life and are not 

willing to Share it with strangers. 

(2) The "Response Omitted" variabie is really a 

measure of carefulness and precision in answering 

questions. The high level performers demonstrated 

more concern in formulating their responses. 

(3) A time limit was applied to the test. The 

high level performers may have taken more time and 


considered more seriously each sentence stem and 
therefore did not omit questions but merely did 
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not have time to finish the test. 


The first two interpretations appear more acceptable 
than the third. If the third interpretation was correct 
then the high level performers would have consistently 
omitted more sentence stems nearer the end of the test. 
This trend was not observed for the high level performers in 
the scoring procedure for the test. One study, reported in 
the literature survey, supports the first interpretation. 
Hooke and Krauss (1971) found that successful policemen (as 
measured by their promotion to sergeant) tended to be more 
guarded (higher scores on kK, defensiveness; and Pa, 
paranoia; from the MMPI). Although this study was not 
supported by others in the literature comparable results 


appear to have occurred on this test. 


The multiple discriminant analysis allowed for a 
prediction percentage of 47.54%. This indicates that the 
test as a whole was a relatively poor predictor of police 


performance. 


Draw-a-Person 


It was hypothesized that high level performers would 
score on this test to indicate greater maturity. This 
hypothesis is not rejected for only one variable, "Arms of 
Drawn Person". For this variable the high level and average 


level performers significantly (p<.10) were rated higher 
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then the low level performers. This occurrence may have 
resulted if the appropriate drawing conception of "arms" is 
a reflection of an individuals self-concept. To score 
poorly on this variable the arms have to be drawn in an 
under or over-exaggerated manner. Both types of responses 
may reflect an inappropriate self-concept. aise an 
individual's self-concept is reflected in this variable then 
this would have a definite relationship with job 


performance. 


This test demonstrated its good potential to predict 
future job performance when the multiple discriminanat 
analysis statistical method was used. Only seven 
misclassifications occurred for the 61 subjects. This 
indicates that this test is difficult to "fake good", 
Further refinement of the test is needed so that distinct 
variables can be isolated that will discriminate performance 


groups. 


It waS hypothesized for this test that the high 
performance policemen would score higher on the "Overail 
Level of Adjustment" scale for each TAT card. No 
significant differences occurred for any of the cards shown. 
The trend appeared to be in the opposite direction predicted 
although this trend was not significant. The scoring of the 


test was based upon the raters ability to determine the 
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"credo" (fundamental belief) underlying each story told in 
response to the slide shown. It was presumed that the 
maturity level of this "credo" would be reflected in later 
job performance as a policeman. The following conclusions 
are suggested from these unpredicted results: 

(1) The "credo" 4a0 Enotes nepresentativey dof 

policemen's behavior and knowing the "credo" does 

not give information about future police behavior. 

(2) The "credo" is a reflection of the belief 

system of the recruits but this belief system was 

changed substantially by police experience. 

(3) The "credo" is not accurately presented in the 

stories written by the candidates. In their 

efforts to impress the examiners the "credos" 

presented were those the candidates thought were 

most appropriate and probably the most idealistic. 
All three conclusions are difficult to accept. It was 
assumed that "credos" were reflected in the stories written. 
This assumption may be wrong. Conclusion two and three 
combined may have some validity. The "credos" during the 
recruitment ‘period of the policeman may reflect an 
exaggerated idealistic concept of the way the candidate 
hopes to be. If this conclusion were accurate then no 
relationship between the candidate's exaggerated idealism 
and later job performance was shown. It appears that more 


research in the area of the "credo" is necessary before more 


substantial hypotheses can be considered. 
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It was hypothesized that the police recruits would fall 
Within the average range on this test. In general ail mean 
scores fall between standard scores of fifty five and sixty 
which is slightly above average and validates the 
hypothesis. Profiles that tend to be above average on every 
scale are subject to being considered as "faking good" 
profiles. 

The "fake good" profiles are above average on 

virtually all the scales. Their high point, as 

might be expected, is on the Gi (good impression) 
scale, a finding which sets the simulated profile 
apart from most profiles obtained under normal 

testing conditions. (Gough, 1969, p. 16) 

The mean profiles for the three groups whose "fake good". 
conditions appear show the "Good Impression" score quite 
high (means = 59, 60, 56). it is possible that most of the 
questions on this test are being answered by the candidates 
so as to present their best image. However, this conclusion 
can only be made with caution. When interpreting mean 
profiles it must be remembered that differences among 
individuals are being ignored. The results of each profile 
would have to be considered individually to determine 


specific "fake good" profiles. 


Only the "Capacity for Status" variable discriminated 


among the three groups. The high level performers scored 
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higher on this variable than did the other two groups. This 
measure of "ambition" is a good predictor of future job 
performance. These results suggest the following 
conclusions. 
(1) The high average profile scores indicate the 
possibility of a "faking good" approach to the 
testing. 
(2) Ambition, the striving to succeed, is a 


quality measured by the CPI which discriminates 
between higher level and lower level performers. 


The discriminant functions developed allowed for a 
prediction correct classification of 62.30% and significant 
discrimination between groups one and two and one and three 
resulted. Because of the "fake good" potential of this test 
it is probably only the most subtle items that discriminated 
among the groups. For a future police selection battery it 
is recommended that only the "Capacity for Status" scale be 


inciuded from this test. 


wee Se ee ee ee 


This test was used primarily as a guick screening 
device to indicate personal and psychosomatic distrubances. 
It has been noted previously that policemen tend to have 
higher psychosomatic complaints (Los Angeles County 
Sheriff's Department, 1971). As predicted the high level 
performers tended to have a lower score than the other two 


groups, the difference approaching significance (p<.10). 
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This indicates that high level performers have fewer 
psychosomatic problems. In general, however, few problems 
of this nature were demonstrated by all of the groups. 

Because these men were thoroughly prescreened at is 
understandable that this highly select group would have few 
personal and psychosomatic problems. Better use of this 


test might be found earlier in the selection procedures. 


It was hypothesized that these recruits would fali 
within the normal range on this test. This occurred, with 
all groups responding ina manner that demonstrated a normal 
amount of minimal outward hostile expression. It has been 
reported by the authors of the test that "normals" (as 
represented by a group of adult hospital employees and 
nonpsychiatric adult patients) also tend to score in the 
extrapunitive direction. As would be expected the trend of 
means, aVeEOGAN insignificant, indicates that high level 
performers have a lower “amount of hostility" score than do 
the other groups. Because of the tests inability to 
discriminate among the performance groups a number of 
conclusions can be considered. 

(1) Little difference among the performance groups 

exist on the amount of hostility or the form of 

expression that hostility is given. 


(2) The “amount of hostility" that policemen have 
does not affect their job performance. 


(3) The “amount of hostility" does affect police 
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performance but this hostility is developed 
differently according to other variables 
(interpersonal SkraLs, assertiveness ability, 
Maturity) after the recruit has been with the 
police force for a period of time. 
(4) The Hostility and Direction of Hostility 
Questionnaire is a poor measure of hostility. 
Conclusions one and two are rejected. Authoritarianism is 
known to exist in police behavior and reportedly has an 
effect on job performance (see Westley, 1970, p. ii, p. 239; 
Toch and Schulte, 1961; Biles and McCoy, 1973; Teasley and 
Wright, 1973; Neiderhoffer, 1967; Barocas, 1973; Crawford, 
Mois (SkoOinvek;, “1968, p. 9)’. Conclusion three may be 
correct. Hostility may have developed within the police 
working environment (after the testing) as a function 
partially of previous skills in handling hostility plus 
other variables. (These other important variables could 
include the modelling effect of the interaction style of the 
supervising sergeant, the police partners attitude toward 
citizens, the area in which the police work is located, 
etc.) This conclusion would account for the slight 


differences (although insignificant) that occur among the 


groups. 


Conclusion four may also be partially acceptable. Any 
paper and pencil test in a selection procedure is 
"“fakeable"™. The validity of the test may have been iessened 
because of the nature of the testing situation. It would be 
enlightening if an accurate measure of hostility could be 


given biannually to this police group to monitor amount and 
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direction of hostility scores. 


Situation Tests and Three-Minute-Tests 


A re wr me a ee ee tm ee ee Se ee ee ee ee ee 


These tests were the best tests given to the police 
group, if one considers that very good discrimination was 
achieved on two of the six tests (Directions, 3MT-World). 
Both tests indicate maturity level and verbalizing skill in 
a difficult situation. The "Directions" test is quite 
Simple. An actor asks a police applicant for directions to 
city hall (from the legislative grounds) in the presence of 
videotaping equipment and two other experimenters. The 
ability to verbalize and explain the correct route in a 
courteous and friendly manner appears to be a skill that 
most should be able to demonstrate. Yet it discriminates 
extremely well among the performance groups. This skill may 
represent a policeman's abpvirty;y tooatulfalin ‘theevpablic- 
servant roie, to be a friend to a stranger in need of help. 
The skill in this role may be one prerequisite to being a 


good policeman. 


The other good test, "“3MT-World", required the police 
candidate to speak for three minutes in answering the 
guestion "What's wrong with the world?" Communicative 
ability and attitudes concerning many areas (governments, 
world problems, people, violence, city life, etc.) were 
presented. The "Level of Development" of the candidate as 


demonstrated on this test may reflect quite accurately his 
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“mature perspective", 


The situation tests dealing with the handling of 
hostiie individuals were expected to show that those with 
skills in these areas would later demonstrate proficiency as 
policemen. The mean scores were generally in the right 
direction but the differences were not significant. It may 
be that motivation to succeed ("Capacity for Status" as 
measured by the CPI) is a much more important variable than 
ability to handle hostility. A highly motivated police 
recruit may overcome his poor skills in handling hostility 


as demonstrated during these selection procedures. 


The results from the situation tests and the three- 


Minute-tests suggest the following concluSions. 


(1) The ability to be friendly and helpful to a 
stranger, to be able to incorporate the public 
servat role, is a guality that high level 
policemen have more often than low level 
policemen. 


{2) Communication skills as represented by the 
ability to speak at length on a topic with no 
preparation, and at the same time demonstrate a 
mature value system, is a basic prerequisite of 
high level policemen. It may represent an 
individual's maturity and perspective. 


(3) Differences in abilities to handle hostile 
Situations were not demonstrated to be related to 
later performance on-the-job. It appears that 
interpersonal skills in these areas are primarily 
developed in training or on the job. Situational 
problems highly comparable to job situations might 
be better used as a teaching method during 
training rather than as a selection technique. 
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Multiple Discriminant 


Analysis of Test Battery 


When the entire test battery was entered into the 
multiple discriminant analysis almost perfect predicted 
group membership occurred when the subjects were classified 
in terms of two discriminant functions. The contribution of 
the variables that were used in these functions may be 
determined by observing the standardized discriminant 
weights. These weights were used to calculate the relative 
contribution of each variable to the discriminant function. 
In understanding what is being measured by a discriminant 
function it is wise to consider the high positive and high 
negative weights for that function and from this information 


attempt to derive the essence of what is being measured. 


Function 1. The high positive and high negative 
weights for Function 1 are shown in Table 41. The high 
positive weights indicate that individuals who score higher 
on these variables score highly on Function 1. (The high 
levei performers and low level performers score highiy on 
Function 1.) A high interest in writing and liking things 
non-human occur for Function 1 and suggest that high scorers 
tend to have intellectual interests and prefer being at a 


distance from people. High scores on "neck and chin" and 


"waist" variables from the Draw-a-Person are indicative of 
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Table 41 


High Positive and High Negative 
Weights for Function 1 


ec se ns ee ee a eee ee ee ee es ee See ee Ss Se ee ee 


High Positive High Negative 

Weights Weights 
Writing #1.024 Librarian 3a7390 
Waist eed Mes! Arms = Veo U 
Neck-Chin 405557, Dentist -Q0.937 
Like: Non Human +0.451 Psychologist =. 937 
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good self-concepts. Interests and attitudes of this nature 
may indicate that high scores in these areas reflect an 
intellectual, conservative, distancing approach to solving 


problems. 


The high negative weights shown on Function 1 also 
indicate a desiring of distance from individuals. Those who 
want to help others and be involved with others in a 
professional way may choose careers such as "librarian", 
"dentist", and "psychologist". Individuals scoring highly 
on Function 1 tend to score low in these interest areas. A 
low score on the “arms" variable from the Draw-a-Person 
would also be achieved by those that score highly on 
Function 1. Low scores on the "arms" variable often result 
because the arms have been categorized (by the three raters) 
as "exaggerated, muscies shown" or "thin, weak, lLopsided®. 


The over or under-emphasis on arm strength may reflect 
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feelings of inadequacy expecially in skills involving the 
use of the arms. Because of these self-concepts of physical 


inadequacy careers distant from others are sought. 


Function 1 appears to be setting apart individuals who 
have intellectual interests (“writing", SVIB) and also 
desire good presentation ("neck and chin", “waist", DAP). 
Also indicated is the seeking of some distance from others 
("liking: nonhuman", and lower interests in helping 


professions, "dentists", "psychologist", “librarian") . 


The high performing police group and low perfoming 
police group scored high on Function 1. This means that the 
"distancing" approach to policework is effective for the 
high level performers and is not for the iow level 
performers. Many would suggest that a distant, 
disinterested approach to police work would be an effective 
working approach to the role of policemen. Consider 
Stirling's (1972) research’ where it is pointed out that 
policemen perceive fellow police officers and the courts as 
having role expectations requiring policemen to he objective 
(impersonal) and reserved in their approach. This 
orientation within police work would allow for a nore 
judicious attitude in dealing with citizens. However, with 
this approach, compassion is often denied and the 


possibility of cynicism occurring is present. 


The degree to which an individual remains distant and 


objective (Function 1) and yet not cynical and uninvolved 
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may be reflected in Function 2. ites Function 2 that 


discriminates among the three groups the most clearly. 


Function 2. The high postive weights and high negative 
weights for Function 2 are shown in Table 42. In explaining 
Function 2 it must be remembered that the high level 
performers have a low average score (-1.03), average level 
performers have a middle range average score (-0.07), and 
low level performers have a high average score (+1.17) on 
this function. The high positive weights on the scales of 
“physical therapist", "personnel director", "psychologist", 
and "dentist" may indicate aspirations for higher status 
professions. Intersts in these areas are more indicative of 
the low level performers than the high level performers. 

This occurrence may indicate that low level performers 
desire positions in other professions and are not highly 


movitivated to remain with police work. 


One high negative weight that occurred for this 
function was "mechanical" interest (SVIB). This implies 
that the high level performers have more interest in this 
area and may be seeking hobbies or frustration outlets in 
non-people activities. The frustrations referred to may 
have resulted from the high "tolerance" score (CPI) which is 
also negatively weighted on this function. This indicates 
that the high level performers would tend to score highly on 
this scale from the CPi. This may be necessary for all high 


level policemen. The ability to tolerate frustration and 
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Table 42 


High Positive and High Negative 
Weights for Function 2 
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High Positive High Negative 

Weights Weights 
Physical Therapist +0.820 Mechanical -0.623 
Personnel Director +0.560 Tolerance Oh G2 
Psychologist +0.508 Response Omitted Og tS 
Dentist +0. 508 
anxiety are extremely important in police work. This 


ability may also be reflected in the high negative weighting 
for the "Response Omitted" variable (Incomplete Sentence 
Blank). High level performers have had more responses 
omitted than the other groups. This may indicate an ability 
to cope with the possible negative consequences of such 


action (suspected negative reinforcement trom the examiner). 


Function 2 appears to be a measure of motivation for 
police work (as indicated by relatively lower interests in 
comparison with poor performers in other professions) and 
also a measure of tolerance in interpersonal and conflict 
situations. It is possible that a relationship between 
"motivation" and "tolerance" exists. Tt ‘police are ta 
tolerate frustration daily a high degree of dedication would 


be required. 
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The foilowing conclusions are suggested from the 
multiple discriminant analysis of the entire test battery. 
(1) Function 1 appears to measure the relating 
style of an individual, the high level (and low 
level) policemen are more desirous of a distant 


objective relationship. 


(2) Function 2 appears to measure both motivation 
for police work and tolerance for frustration. 


(3))- @LEw ‘a police candidate demonstrates a 
personality type that shows job dedication and an 
ability to tolerate frustration coupled with a 
professional approach to police work that 
maintains a certain distance between the policeman 


and the public then it appear that this candidate 
would be a good prospect for police work. 


Concluding Remarks 


From the Statistical procedure of the nultiple 
discriminant analysis areas that are defined by combinations 
of variables suggest the next steps in research projects 
dealing with problems of police selection. It appears that 
interests in intellectual activities, high motivation for 
police work, and tolerance for stress are qualities that are 
predicitive of good police job performance (as assessed hy 
sergeants). Future research projects could attempt to more 
clearly define elements in these areas so that better 


predictions can be made when assessing policemen candidates. 


A concluding remark on the Situation tests is warranted 
at this time. In the literature situation tests were 


characteristically poorly standardized. Within this 
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research project that problem was solved with the use of an 
actor working from a script. It was shown that situation 
tests could be used in a reliable manner. There was also 
evidence that these tests appeared to be accurately 
measuring a police candidates! ability to react 
intelligently and maturely under stress. Some of these 
measures were predictive of future job performance. Many of 
the police candidates remarked after the testing that they 
believed that the situation testing, although unsettling, 
was the fairest assessment of their abilities when all of 
the test battery was considered. More research in the area 
of the situational test would be of value for police 


personnel officers. 


Future research projects in the police department for 
which this study was completed shouid also be considered. A 
revised test battery made up of the best predictor variables 
found in this study should be examined in a follow-up study 
to aliaate ene present findings. This approach would also 


help validate the findings of this research. 


Very few studies in the police literature have related 
test measures to a criterion. This research has 
demonstrated that relationships exist between psychological 
test scores of police applicants and performance on the job 
two years later. Seldom has it been shown that police 
applicants' test scores can be related to job performance 


measures. The value of this research could be further 
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enianced if the subjects in this study were foilowed 


throughout their entire police career. 


This study has been conducted with the cooperation of 
the City of Edmonton Police Department, Edmonton, Alberta. 
This Canadian societal context is different in some aspects 
from many of the large American cities upon which articles 
reviewed from the literature were based. The unique aspects 
of this environment have an influence upon the job 
performance of policemen. This factor should be Conetaened 
when generalizing the findings to areas that are vastly 


different from Edmonton, Alberta. 


It has been demonstrated that certain psychological 
test measures are related to later job performance. It must 
not be forgotten that the job performance measure was 
derived from the rank-ordering of police recruits by their 
respective sergeants. The value of this study is dependent 
upon the accuracy of this measure. 


Merits of this Study 
This study had made the following contributions. 


(1) A discriminant function has been developed so 
that a new recruit's test scores can be weighted 
and a prediction for future job performance can be 
made. 


(2) Situation tests were developed so that police 
candidates reactions under stress could be 
measured ina standardized and reliabie fashion. 
Two of these tests were significantly related to 
later job performance. 
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(3) This 1s one of the few studies in police 
research that is predictive in nature. A measure 
of job performance two years after the original 
test battery was given served as the criterion 
upon which the value of the tests were measure. 

(4) This is a study centered in a Canadian city. 


Very few police studies have dealt with Canadian 
policemen. 


Within this study psychological test results of sixty- 
one subjects {police recruits), gathered during the first 
week on-the-job, were compared with job performance measures 
two years later. These performance measures were derived 
from squad sergeants' assessments of the job performance of 
the subjects. Certain relationships between the 
psychological variables and the job performance scores tere 
discovered. If these relationships can be validated in 
furthur studies, police job performance wiil be more easily 
predicted, and these predictions may be made at the time of 


hiring. 


athe soe bares 8 
tacieize ei 4 
aso ksetiay | Pri a 
eminem aie ‘ 
pr’ ‘i 
syste mtieeeree, . 
Th Lhenky . 


yo 

. af ti el cone 
-yoxae To Biiteon 3689 Lavipalonored sate eh4 
ee, GR 


nil a 


dat pakaed eee re ¢ (23 ipyoes -sokEOTT 
A 
59 1d er or dak ede fersqao etew, ok ed: 
ZI nl 


:f eisw depiieses- Soneeto sag seed: -tstsi wanes 


#4252 


a at | we 


eattal oe \% 
to 86S gzcrten dap aay 20 = Sasueeseas rasaneprse beupe OF: 
| | at 
a4 aenavited agidawetre tos nieyz9 | mhighinss”: 
Jur 2e IRE SSReRVe 7 aSq 6A ait Bae satinluat isotpol 


jiisav od fst 29 ranaekeate’ eead? iE. 199 


nk pote 


eiicn®: exh wd 


a eel lit’. sunr ne ti8q et gn ilog waokbuse wars 


tp eos sft Je Sbsa oe Gan® wok ste Lpenq ‘eseds ins . 


REFERENCES 


Alberta Bureau of Statistics and the Edmonton Police 
Commission. Residents’ attitudes towards the police. 


City of Edmonton Printing Department, August, 1976. 


Alex, Nicholas Black in blue. New York: Appleton-Century- 


Crofts, 1969. 


Anastasi, A. Psychoiogical testing. (Third edition), New 


York: MacMillian, 1968. 


Ansbacher, H. Le. Murray's and Simoneit's (German military) 
methods of personality study. Journal of Abnormal and 


ee a ee ee ee en se me me ee ee ee 


Social Psychology, 1941, 36, 589-592. 


Ansbacher, H. L. Lasting and passing aspects of German 


military psychology. Sociometry, 1949, 12, 301-312. 


214 


nl I 
* 
” a J 
+ in9 ee wey eae 7  Phivebrage yo 


-paklog_9dd paero2. gsbviirts tasnebiess cine se 
ATO? oan pes dacnssnese patsatss Ho mnoebs to. 9oto 


reund x ye t4 


7 
n 
" 


~¥ st ‘enagésaiaad 2Az0¥ vst © -guldeql. dogig “esLodoil 9 
oder: <2 22 A 


4 bien Sal a 


a . oka _. oe 

i = nm «t r < a 7 » Pe eo q { ; 
4uo®B . (80572 63 ba Cn} -pitzess ie tpohodeya’ teeth ey: 
ah 


1 | Reet \HeeELEtoam 2Aa0¥" 


’ 


iy 263 Blew om 200) 2%teauoa ke bas a'ysaiet -t U8 ,denoscera 
nto 48 s60dh. So. Lgsasirot "rude yd Eisnoztsqg to ae ae | 


sbe-ove ge ,tee? «xpohosoved Lege 


aeaaed Yo edoegen tnteang bac enitesd  .2 G8 . 


cte-rét (Sb yROe searemntaer - ~vpotodoyed’ tmaset i. 


etl oe 9 ‘ 


ae 


abies so wee ag 


rc 


215 


Anebacher , CH. - Le, 7 S9anweho ls, KL GR. Selecting the Nazi 
officer. Infantry Journal, 1941, 49(11), 44-48. 

Azeuy Oo. Pa, -onibbe, H.) Nc, & Montgomery, H. Rs A longi- 
tudinal predictive study of success and performance of 
law enforcement attitudes. Journal of Applied 


Psycnotlody, 97/3, 57 (2},) 190-192. 


Bad guys cop out---Now they are nice. Edmonton 


December 14, 1976. 


Baehr, M. E., Furcon, J. E., & Froemel, BE. C. Psychological 
assessment of patrolmen qualifications_in relation to 


field performance. Washington, D. C.: U. S. Government 


—————— one ar sae am ee ee awe 


Printing Office, 1968. 


Bain R. The policeman on the beat. The Scientic Monthly, 


1939, 48, 452. 


Barocas, He Urban police: Crisis mediators or crisis 
creators? American Journal_of Orthopsychiatry, 1973, 


43 (4), 632-639. 


are 


Poe 
ane Te 


nes : De a a. 
i ie ‘4 Ne , ee) 
rm 


aaa od ® een a | 


aa wade ry te YS ae ma! nek. acon 
oe ay: 


oh Set spsno 8 voll afl Pay: ik ah 


«£¢Y 70 A ot 
us a é 


. ; Tr cs 3 bas aanoowe 30. yhunse ovis — at 


oe oe tier 


ssiteon . to. enaeee | Caebustess donno 


ae 


.cer-oer o{3)% 4 serOh 
au if 4 =! F io) r ¢ lees wi 7 
; hs —— A 
i MLO 0 :2oe@bs ssait 36 yous wot--- 310" 409 
v5 BE Se ee 


~ ater ve soda os 

; ee - ’ had os ; 
2 le = 4 

—_ 


4 
: - 
; - - . “<j " ! ae ht z a ee 
‘ 4 oro > 2 a . L Sit t2 # vied ol yRODWWT a saat: 
28S VRS Se : j 
| ae ~ 
af r”’ f ay _ rt a ‘ 4 4 Pp SS: Joidsa_ 38 
a ae _ a a ~ 
2 
7 ryeVvoe « a Pai | 7 et a4 Petr! oe | i 9208 
J t 
' a Se 
. _ : as le 
Dl - * iy : = 7 4 ‘ Ps . = 
= wee Ge i isvahor ye lea ate 0 asasotlog oor + 
' BP APOE ee See tt ey 
a -~ ; : 


es See 


- 


ars ¥ > - « s a 4 oT j 
,Le LED 6 arictsifiee =ie ety <orrd loq cada0 ; 7 


672 \yaregdovegodsal Os anae ob. agniseas ror, ae 
: AYAIVES aie : ; 7 phase « € ’ 
“i 

ae 


216 


Bassyp. Re.MS, -Karstendtek ,oB., -McCullaugh, \G.; 760Pruitt, R- 
Validity information exchange. Personnel Psychology, 


1954, 7, 159-160. 


Beat police to increase. Edmonton Journal, January 4, 1977. 


ees ee ee ee ae er ee ee ee ee SS ee 


Berman, I. R., Darley, J. G., & Patterson, D. Ge. Vocational 
interest scales. University of Ninnesota Builetin, 
Employment Stabilization Research Institute, 1934, 3, 


SS ee ee 0 ee ee ee Se ee eS a Se ee a es a Se a Se eee 


215-245. 


Bersoff, D. N., & Greiger, R. Me. An interview model for the 
psychosituational assessment of children's behavior. 


American Journal of Orthopsychiatry, 1971, 41, 483-493. 


BilescDe puctimMecCoyndB. Police attitudes to deviance in 


Victoria. Australian and New Zealand Journal of 


Bittner E. fhe functions of the police in modern society. 


Maryland: National Institute of Mental Health, 1960. 


Ray.) 


ve? 8 yoboash 


7 » 
2 Ss 
¢ 


tsnolsasay. a ‘O ,fodtett af 3 yedd eh See he a7 : 
| pbtet ley etozpnelm. Ys. _yiiepboien veslane 320: vo : 


.£ «82°F ~egutteeal. cvs alae ono 
| : | \2ag~ars 


ae To 


pre: 
adit 102 Letew weivistal ak 48.8 ,zepésrae ae oO 


s0ivedad: a igeab kde’ xo a ocala 
CRESS Eo \hvOF 32 -etautedad $39 iesauct_ssakaeah 7 
Sd 
a » aoe ' aM 
ai conngiveh oF  eebuditin» sobiot a 10088 2 v2 
to. Jeaxvod _-busiees vol bp askleazens iakz039080 
ore¥a , (Spe ever .ypololoo® 


| ‘pt aie 
-\eloge, opehes of. sailed 94). je sce zone) aR: «<tr eeete 
~oae F haheon indnen to ota siteur Laaottad 5 bi 


Wow 


a 7 apatites “ad 
—, , 


217 


Black, D. J. Police encounters and social organization: An 
observational study. Unpublished Ph.D. disseration. 


ee ee ee re ee ee ee ee ee ee 


University of California, Berkeley, 1968. 


Blum, M. L. & Naylor, J.C. Industrial psychology: Its 


theoretical and social foundations. New York: Harper 


and Row, 1956. 


Blum R. H. Police selection. Springfield: Thomas, 1964. 


Brenner, A. R. & Levin, J. M. Off duty policemen and 
bystander "apathy". Journal of Police Science and 


Administration, 1973, 1(1), 61-64. 


Bruch, Mota? Psychological screening inventory as a 
predictor of college student adjustment. Journal of 
Consuiting and Clinical Psychology, 1977, 45(2), 237- 


244, 


Burnham, Ds. Police violence: A changing pattern. The New 


York Times, 7 July 1968. 


Caine persona, FouldsyecGiek., & Hopersk. Mdnualrofitostility 


and Direction of Hostility Questionnaire. London: 


University of London Press, 1967. 


as 


Wevey. milan tie an 
whaet 


sh uins saaa Aaa elt 


to 2. ae | ee : =R aw “wee oe he pes pad : 2 bres. wy “ a : A 


weet «eenod?) rhleti gnc ge 


+ q 7 
hits geaeoti oa viv IM » ££ ah - yntved a a oA) 


bas sogetes. gokted Fo Lemeot -"ydteqe” saat " 
ama=ra Ue seren:’ Hoste sseLesape 


be | : F : Pas arene = i 
= 


ae 


| : ae oT . v > a Mr 
a8. Ytottaval oatte 208 aatpesodoyad A ef qd 


° Ss ae} i} , 
} f sia 0oG -feomreurhs él sushi ogetioy to wedotbeaq, 


11a) 
~TES , pee iT eet -oakosovad Lie thle aie 2 thy: 

’ . nh a ated _ 

JE IeeR, re 

ei ad re eer. garptsdD: & ‘oneitoty, askfod -f 

eaeth gion = 


ae 7 : 4 7 nae 
eo dbstSphuko souwak  -A aside veh 8 ate 


: ou ct : 
Pe a ee 


218 


Campbell, D. P. Strong Vocational Interest Blanks Manual 
(1969 Supplement). Stanford, California: Stanford 


University Press, 1971. 


Campbell, J. P., Dunnette, M. D., Arrey, R.OD., Hellervik, 
L. V. Journal of Applied Psychology, 1973, 57(1), 15- 


Pave 


Carte, G. E. Changes in public attitudes toward the police: 
A comparison of 1938 and 1971 surveys. Journal of 


Police Science and Administration, 1973, 1(2), 182-200. 


Cattell; (Ra Be, EBher,* He We, (6 “Tatsuoka;y Ms Kw. “Sixteen 


Personality Factor Questionnaire (16PF). Champaign, 


Tllinois: Institute for Personality and Ability 


Testing, 1970. 


Chenoweth, J. H. Situational tests: A new attempt at 
assessing police candidates. Journal of Criminal Law 


andyPolice'*sSectence, 19677052, 42322238.< 


CoOL Teareil ti, UNS da G4 Siege blir 54 As A method of police 
personnei selection. Journal of Criminal Law, 


Criminology and Police Science, 1964, 55(2), 287-289, 


ae eee SS eee SS Se ee ee oe 


= 


pisliiss2 :elesen ie 


ie atte heat 


Siveal fod qu@..#) PERETTI UM yosss 
vend € x (i ) {2 et TOT % j hee. dl Bex: . gs B: » : 5 ane ake a 


et 


‘onglog sie haswox eabusttin gsigug ak aspasd) ° -f. «3 4See 
ie tesa 2HOL seyevase rver Sas — 20 woe btsqaoo A. 


-gus-set GME se Tor solzenisioias6 lban-eonetDt eoitea 


ar 1 >a i 


2eegeip .t «A «a toveIs? & i i ypeda,. ( \28 obs, ies 
.hesege sid  HEs2h)__estsanetis 303583_\ : a 2 1393 
eae ie Wit Penoets 508 piakeients ‘setonifit ? 
op ee ie over” ,oatsast 

mee so See ee 


fs vosurde won & feeeee Penotientae  .8 sh geee weal 

. 

vol jenieaz) to. legang.  eetebibass epkiog ~ pateseaam, 7) 
i \5 . “ 


> - 


-SESSSES ASS VPRet venteEas 


= 
=) 
i 
ne 
oo 


ssileq 30 bodeoe & sh glepsie 3 “e a 
si ad ‘ ed : 
phovtas ei set Pe 


249 


Crawford, T. J. Police over-perception of ghetto hostility. 
Journal of Police Science and Administration, 1973, 1 


(27. 168-174. 


Cronbach, L. J. Essentials of psychological testing. New 


York: Harper, 1949. 


Cronbach, “batd: Assessment of individual differences. 
Annual Review_of Psychology, 1956, 7, 173-196. 


Cronbach, &L. J. Essential 


=n 


of psychological testing. New 


York: Harper and Row, 1970. 


Cross@cAaeccC., Gatiammond;, KiR s Social differences between 
"successful" and "unsuccessful" State highway 
patrolmen. Public Personnel Review, 1951, July, 159- 


161. 


Cumming, E., Cumming, I., FEdell, L. Policeman as phil- 
osopher, guide, and friend. Social Problems, 1965, 12, 


ee ee ee ee ee 


276-286. 


Dahlstrom, W. G., & Welsh, G. S. An MMPL handbook, a__quide 
and research. University 


of Minnesota Press: Minneapolis, 1962. 


1 Ly 
: 


: eo af ome mm a ox : 
Dalaba arta 
ne 


‘ 
t } thal nonenehiaas 


J‘egnqaas8aen Geubisteur 36. nsesapand sar ot 
~7et afer. i= yaeer gpolodar z; =. ay =. LvoR. I i 


vow cea s2o1_iseinshubates.26-clasbaaoed ota 
Ofer vod Sas aegis bataotet 

; o Whe a 

sagwdet etsademgetath Lsiooe ret 4 canoesiel: ee 4 
yavigi« orash: “ieRaaso ourime” ioe "tutexeooua® 
seat .<ytnb” VE egiees viaosas ould ~yneatomtsg 
rare 


i 
7 
» 


- 


is eee > 
Se er er re 
Sf .23et \gendso7t istood  Bnpkad one yebinps tagoro 

7 . Te. i): A 
| sit ig2 0d ALO Bg De 


oreeresi4i | ; 


sibs aaa 
aL ia ae os 


220 


Darieyy.J. M.. & Batson; *Cs De Testr*of Samaritan \Parable: 
Who helps the helpless? New York Times, April 11, 


ES Sao eS ee ae SS Se a eee ee ee ee ee 


O71. 


Devine, Frank S. Survey report number two for the Nebraska 


eee at © ee ae ee ae _— 


state patrol. Lincoln, Nebraska: mimeographed, not 
dated. See Stirling, J. W. Changes in role concepts 
OECARR POLI CCS Bhoffiicers: Gaithersburg, Maryland: 


International Association of Chiefs of Police, 1972. 


Diamwondeeat. gsiS&, Lobitz, W#. C. When familarity breeds 
respect: The effects of an experimentai depolarization 
program on police and student attitudes towards each 


other. Journal of Social Issues, 1973, 29(4), 95-109. 


we mo me ee <a ee —. a> 


Diehl, H. S.,°°& Patterson, 0D. G. A personnel study of 
Duluth policemen. Employment Stabilization Research 


Institute Bulletin, 1933, 2(2), 24-54. 


Diehilseiks SS, Patterson; D> Ga, Dorvak;iGe J.;,06aLlongstaft, 
HouPy, A personality study of Duluth policemen. 
Bulletin of the Employment Stabilization Research 


ee ee me + ee a a a ee ee a ee ee 


mstrcaute, V(University of Minnesota), 12933, Illy 2, 35- 


teliers’ . pastaantes 


oT PT CERIGA 42 98 EM. z 


sioaz dee on ota sion Sgiueaa tas 
SOR boda s7Tpe2eie re ee ‘qileon28 >a 
gtqange2,- shot. ae wemmbdy fob Ye on 
tual vane  prwleded tiso . - * | 

.fter ~estiLe? Ie sieido 3 rem jsioowak Ianotssnrs' 

| ini ¢ er et 
ehacrd VSPLALIVR, ty 4) ie ee, ae wetted 3 St h. Qek 
foiteniwetegeh Lsrabatscaxre Ke Ro syoehie eit eieea | 
ines ‘ébiseds  gpbudtsrn sweblbe bos —_—s ao’ earpong, 


f0f.+a2 . (eyes ,LTe? «Bop 


o ¥inte Lodaceusqg be 25, -@ soured ted: 3° sae atiend i 
soussee ef__aolisstiided? zosatolaad saendoztog douoa 
og-05 ,(S)S ,000t «ebvelipa otpsizeat 

a Dae lassie 

.2ap7ennel 3 \.h «2 ,asvaed , +3 40 _toesets8T or , 


, 


anon i Loy “dgatnt to bi aad! Ai Me 


af a 


doancasl aaddmsslicese. tgouyolaas aft. 3e rae 
-BEsp setts sheer adiaaae! te elects d 


: Gao 7 oe aaa , 


eo te a 
i 


2a 


Dillman, E.G. Analyzing police recruitment and retention 


problems. Police, 1964, 8(5), 22-26. 


Dubois, P. H., & Watson, R. I. The selection of patrolmen. 


Journal of Applied Psychology, 1950, 34, 90-95. 


DuboeisfeaPs Appi Vee ewatsor, AlLRacle Validity information 


exchange. Personnel Psychology, 1954, 7, 414-416. 


Earle, H. Stress versus non-stress training. Springfield: 


Thomas, 1973. 


Ebel, phaite —Estination vofe.thesunebtabitity.! ofa, ratings: 


Psychometrika, 1951, 16(4), 107-424. 


Eldefonson Edward (Ed.) Readings in criminal justice. New 


York: Collier-Macmillan, 1973. 


Fenster, C. Aw, & Locke, G. They “dumbeccop's Mythsor 
reality? An exXatiination of police intelligence. 


Journal of Personality. Assessment, 1973, 37(3), 276- 


soitsmzotad » Q2bBEDEY |, <P) yaa RREy) 


YS : q 4 $| : J iD | 


sobtiater haw oanee 


1 : a 
" tau j " 
» » bh i 
- of: * 
= 1 
i 


ree fortiey Io ete cal a afl 
ob O~O8 1 4E vote a: S40: 


ihe ope 
are-vtea 


situsisq2 -pasgbert _puoite dos apesty.igea22 all 


etn 


. erer vaseodt") > : 


vA ry 


| ti i 
agtiges 74 ‘eaiitakls> ae 34 sokteak ret ait, slb/qted 


Lse-ret «@) ab at @eh xaubkmtemedounlt 


Wire 0c “eon tape (Bap Suswhe 
ayer Inunamemiaenin ye" 


im wry WA) i rae 


oe 


sj3ve tie a at dad bh" SA T 7 3 yar aod 3 4 oh ; a: 


~~": 


eonevitiess: eating to aotthutenserith!  \Fgee 


ibe Meus ohh 
sa ait, 


222 


Ferdinand, T. N. From a service to a legalistic style 
police department: A case study. Journal of Police 


Science and Administration, 1976, 4(3), 302-305. 


Ferguson, N. M. Application documents and _perfromance 
ratings of community police. Unpublished master's 
thesis, University of Alberta, 1974. 

Fernald, G. G. An achievement capacity test. Journal of 
Educational Psychology, 1912, 3, 331-336. 

Finney Robert D. Mfhe__bluecoat syndrome: An appraisal of 
police officers’ perception of themselves. social 


Research Corporation of Utah: mimeographed, not dated. 
See Stirling, J. W. Changes_in role concepts of police 


officers. Gaithersburg, Maryland: International 


Association of Chiefs of Police, 1972. 


Fiske, D. Why do we use situation performance tests? 


ersonnel Psychology, 1954, 7, 464-469. 


Fitts, P. Me. German applied psychology during Worid War II. 


Occupational Psychology London, 1946, 21, 151-161. 


eect ee ee Se 


stn neat _ a z an ra 
p py a - by 
goiios to Leazeab: 
.2OL“ROE 4, es a4 ! 


supgegatyeq. fos sieeeyos | 
a'ustese bau oucianitedl 32. Migg  v2imdagon.._ 3% _apaites 
j ae ns bar : a 
| oeer sna cy serenhbaneeaellcns ds 


ise | ia? Pras dieata a 


qo. 1474900 ‘yieat 972 Poayged tosears dos BA 6B 4D 


AEE SPER .G\SNOr eo auc 


a ! ae 
30. Lapiezons WA ravsabard teopsudd one of 2 aadon 
Le SRO? @gyiggesds 20. sossgeo ted o" 2300t23¢ 
bret fer cmeasenaians :dett to wotse teqno>: dosent 
aviley, Ws tases gigy.ai- sepeeag aid «Gy pakliss2 aoe 7 
Ean) son deter bei! T7680 *.; ildeted bed. sbagnktsey re 
ster suited to eaekdpRoomdigetoosall © 
fesro? 9DAEe TOR ae anLsev the san ow (Ob ya A 
me | 2 e- ae ve yaeer oi 1228 ay! > = at 


oe iL peal Md 
IL as@ De20" ‘patzub yooludsyaq batlqgs asnt90 J "1 
of at-fer wid. ,aeer rts hee ¥ 203.0 $5 ‘ne 


Hie 


223 


Flannagan, J.C. Some considerations in the development of 


Situation tests. Personnel Psychology, 1954, 7, 461- 


464. 
Fraser, A. W. A__study of the standards and methods of 
selection used by the R.C.M.P. Unpublished Master's 


Thesis, Universisty of Alberta, 1949. 


Frost, i aw Be Selection methods for police recruits. 
Journal of Criminal Law and Criminology, 1955, 46, 135- 


745. 


Furcon, J. Q¢cassional paper 35, some questions and answers 


about police officer selection testing. University of 


Chicago: Industrial Relations Center, 1972. 


Gaiton, fF. Measnrement of character. The Fortnightly 


Review, 1884, 36, 179-185. 


Garmire, B. I. The police role in an urban society. In 


ee ere ee 


R. F. Steadman (Ed.), The police and the community. 


a ee ee ee ee ee ee a ee ee ee ee SS Ee 


Baltimore: John Hopkins University Press, 1972. 


Saree” oh a 7 | 


20: dase qolawnh: O6F a 
ate (twee er ay 


to edad zea. 8 buseodabens 


6 *z9de54 pes kag sbetadel « } 


Weeery lalate To" 


aj 201ser “ao dog. a0 abordes seksoates a af 
tet «ge eet eosoekeld bat xel-tailatnes LeclBeseal 
is oa 
al 
ezsvens Dag ‘abodzobneoca ize lxcage: Sempaabengs 2) oat ‘ 
1O in ekev kelly “zie asa ea 


TRE. des H09 enois el ot iwhatapbat topsoid> 


we , Fi 7 


oT U 


: ; | i ied ot Ae ; stat Ya ra tn 
f Sit Hs a 


gigiptayve) sd}  <2etoetedo., Fo’ Jasmprraset! es) 


at autied diatau.!ap ot ote. oupanal eat! © 


“salonstel she Ana.ooih tos aE » ae Ba) cna 
0h (deent ioteaer tng anlaqon atot ¥e 


7 i: . | ‘ais ied acon oO Me. 


wr OW fe 


224 


Germann, A. C. Poiice personnel management. Springfield, 


Illinois: Thomas, 1958. 


Ghiselli, E. E. & Brown, C. UW. Personnel and industrial 


ee a a Se ee a a Se ee Se ee Se 


psychology. Toronto: McGraw-Hill, 1948. 


Gottesman, J. Personality patterns of urban _ police 
applicants as measured by the MMPI. Hoboken, New 


Jersey: Laboratory of Psychological Studies, 1969. 


Gough, H. G. The Adjective Check List. Palo Alto, 


California: Consulting Psychological Press, 1952. 


Gough, H. G., McKee, M. G., & Yandell, R. J. Adjective 
Check List analyses of a number of selected 
psychometric and assessment variables. Technical 
memorandum, OERL-TM-55-10. Maxwell Air Force Base, 


Alabama: Officer Education Research Laboratory, 1955. 


Gough, H. G. California Psychological Inventory. Palo 


Alto, California: Consulting Psychological Press, 1956. 


Gough, H. G. California Psychological Inventory Manual, 
Palo Alto, California: Consulting Psychologists Press, 


1969. 


bal kal 


Siebkteniage" @ isi 


. nie : oe _ 
‘aasaeas tae faa 9 savort Bt eG 
aT gh oe 

aT i HAT, ronan xpele 
ihe ae 7 - A : 
“nedlod.._adan Ree amedsem 
way snenerton —ZUAG ons ..t Spit! = BE 
30h sas sala iil tem erevssodet ives 


' > = ; b ’ <2 7 
TLR = —olat $22 Jed). ovigostbA 287 0.) \aRee 
»REC? ease Levipotodoyet pats {vanes :sintorifs, 7 


Rigi ee b age 


sy itberbA . 6) «t ,EkeboeY 3° quad Mo 4SeMoRn ae, eB oad 
setestee to : Sedeon ~~ 4. 9 Fo, veeRylens: weds ont 
ser .eoldSiasy te: amaeeee & oie orstemodoyaq 


iguénd 32 =< 
Seed . van0% sik Liowsst © a0t-22-—a—ango™ aviastoouhd ie 


wave et “307 naedR dogeseok tO. HODGE. aa0kt30° remeded® vy 
| re 
i 


ode? -tapqasval__teaiveledoiet — sagoaeeeg ailadai ine 
820! -, se079 - rsateo fodayed ¢aiatvassd pakagolts> veam 
dae. | a 4 ‘yaa seu Stews = 
| | | ip. 
.konagS wapiapes 2. Ls0/n0 lodowes abut bias: 2 ephisy 
ie | 
ene? atatpuladoyes pois tuenoD anton He sOsIK 0 


ay art 
: ‘So 


Hanley, D. M. Forced choice performance evaluation in a 
municipal police department. The Police Chief, 1975, 


January, 34-35. 


Hankey, R. Personality correlates in a role of authority: 
The police. Dissertation Abstracts, 1968, 29(3-A), 


952% 


Hansen, D. A. An analysis of police concepts and programs. 


Springfield: Thomas, 1972. 


Hartshorne, H., & May, M. Aj Studies in deceit. New York: 


MacMillan Company, 1928. 


He gets to know people walking the beat. Edmonton Journal, 


aS ee 


December 14, 1976. 


Heiman, M. F. The police suicide. Journal of Police 


ao Ce Se eee es ee Se ore Se Se ee 


cience and Administration, 1975, 3(3), 267-273. 


Hogan, R. Personality characteristics of highly rated 


policemen. Personnel Psychology, 1971, 24, 679-686. 


ore 


s ai woisentesay 
ever Sree: 2 yhoo 


sv 2 £43087 06 


. (w=E RS se aeP, 


to «fod A fi eevelersoo yntts 


to wheal te? ap 


-BgE2P 0 PEER ariked Qo slay Seps. a8’. oh «Diy 


fm220% Wt 


~LBGRCOL BOL 


ap ties 20. 


beses gkdghi "2 
a 4-bta es , fPet 


~ttodes, ab eetbyst -.k 40 avet a yeh yemRe 


tre 


ae Pe tring 


ENS FM HEI EVE iditseleeee 


Ate e o. ; 


acgh@:. iWbed sd? pardisw eiqesg youd o¢ et9p 


obs NSREds.. yo iteaeareah) «Aha 


OST ania iy 
iy 

! L , 
{ 


he ee 
gl 
. | . ' 


aie ad an era. a 
\ be ceva a, 
ha cn 


| v | . r he vie oe , ; 


Fae 7 


«Sher 7 Aguadaiad retornoatiae: 


moa 
" : ty " 


“eaner «¥A6qHO9 sartuoat ia 
=i My a os 


’ 


ae 
1 lene soi eho aadaoned 
. e ee Lied Wir by 7 


cheapie’ apileg Sat Greil « 


ia i 


see 


ne 
me 
7 


226 


Holmes, B. Selection of patrolmen. Journal of Criminal 


Law, Criminology and Police Science, 1942, 32(5), 557- 


558. 


Holmes, J. A. Predicting success for security policemen. 


Personnel Psychology, 1951, $039/-9036 


Hooke, J. F., & Krauss, H. H. Personality characteristics 
of successful police sergeant candidates. Journal of 


Criminal Law, Criminology and Police Science, 1971, 62 


(1), 109-106. 


Humm, D., & > Humnm, 4M. Humm-Wadsworth Temperament Scale 
appraisals compared with criteria of job success in the 
Los Angeles police department. Journal of Psychology, 


1950, 30, 63-75. 


a@enkins;.- W.. 0. A review of leadership studies with 
particular reference to military problems. 
Psychological Bulletin, 1947, 44, 54-79. 

Johansson, C. B., & Flint, R. T. Vocational preferences of 
policemen. Vocationai Guidance Quarterly, 1973, 22(1), 


4O-42. 


itiaevee* mY eesonee CThISE 
EME go GROOM poke 


. coeeokiog 


cutie and . aes : . ‘ol 7 oe eo oa 
»stieiiogosi aad YPiisqeciss <i ,@ensai 3 ran. 4 & Ba 
ty emseob eotebrhnrs sasentse acikoa ruteeeooue 2 4 


-- 4 
@ AProl .eeeehot pop lot bas _sualeagear aust Aeadinba> 
| s  " sagp—mor Vere 


wo 


Cue 
a 
oe 

; ; / 5 
; : “® 7 ; y 
9 nearieqaot MN TFIAVE yy ; vane i) ~@apH v3 . ead s vacates 


ai sve 


add cmd auaDone dor So siasiiae tiie bepeqmeo elsetsiqqs 


7 7 


dpobowarad. 39: Egnzuvot .t6eatueqes antiog eslopak aol 7 
i | | " F a ee soeer 


4s i” authute ao kdewsiced oe v3ivs7 ~<A .O «f - .enet 
. | _ 
‘auoldowg - yyertitn o:: soasiete: . asleokeasg ~ 


RT +E. 58 ™ .aiteliue Leckpehodoves . 


7 ges A 


hy voonda9 teitg Lsaot 36304 3 sh atks4,.4 oe ea 


ugh 


vit es ial une dannc_sunsidn Laaabaecat | « 


TTT toad 


‘yp hiiels ite | 


2at 


Kates, S. Rorschach responses, Strong Blank scales, and job 
satisfaction among policemen. Journal of Applied 


Psychology, 1950, 34, 249-254. 


Kelly, E. Le. The place of situation tests in evaluating 


clinical psychologists. Personnel Psychology, 1954, 7, 


ea Se ee Se Se Se ee ee 


484-492, 


Kelly, R., & Farber, M. Identifying responsive inner-city 
policemen. Journal of Applied Psychology, 1974, 59 


King, P., Norrell, G., & Erlandson, F. L. The prediction of 
academic success in a police administration curriculun. 


Educational and Psychological Measurement, 1959, 19, 


649-651. 


Kole, D. M.. A__study of intellectual _and___personality 


characteristics of medical students. Unpublished 
master's thesis, University of Oregon Medical School, 


1962. 


Lane, ekartbobhicing tbhescity: .Bostongy1822= 183855 . \Cambridge: 


as ee en ee ee 


Harvard University Press, 1967. 


ean he 


doe as. silent 
eidisoi: 25 eaneanl 


oniteviave ni. edeet: noiveutia to. oe 


<ae a Oe. 


a ne 


' ‘ e ; ; i, - 5 
vi in*40da) 90 ralogesa patyt £ m9bT of ptedsst3 S408 © 4 


ce Ar et. “\wholodored _seblads 20, teeamon sane hig 
a bases vite) > 


sy aeteokbedG edt. 0.3 \soabaas ae, See ies at; 


re od 


| oh 
- ‘ © e - if 
geten tai: GoLin LIST ch oe snr ing 6 ni eee stncnsos 


,@2 ,@ce!l yopempgiesat Peon 


boedesid byrd Oo. i te ID 518: 
a ” ; rv i i 
,teodot. Leathe aps 30.26 yt jaeip wilt leet 


ae | ont 


<* i. aan 7 Ear ghey 


re? Lee) d 4 ; : 7 ih 
‘gobs wed Sa} et bt) ae pia hats 
— : : #3 : J my 
, 7 
ge 
, ' n 
a ‘ 


228 


Pavey, @hs d.,- Pareyieserl. Fea Saalvereonk., 2sPrey tag, ne Wi oR 
Behaviorally anchored scales for rating the performance 
of police officers. Journal of Applied Psychology, 


ee ee ee ewes ee ee oe — ae wm oe — ee 


1976, 61(6), 750-758. 


PawWiis, i G.eF.g 6 Lu, EE: Judgment of counseling process: 
Reliability, agreement and error. Psychological 


Bulletin, 1972, 78(11), 17-20. 


Rerren, Bo.s0d, Kiker;.tVoeL. }ephelany deec: Validating the 
selection of deputy marshals. Proceedings of the 


Annual Convention of the American 


_Psychological 


Association. 1994 |) 6. Olf py Shes 2 . 


ees ee ee SS Se ee eee 


Levy, ne Predicting police Failures. Journal of 


a eee ee ee ee ee re eee 


Criminology and Police Science, 1967, 58(2), 265-267. 


Lewis, R. W. Toward an understanding of police anomie. 
Journal of Police Science and Administration, 1973, 1 


ee ee a me a ee ee ee em eS OD cee me ee me ee Se re ee Se ee ee ee es ae Se ee eee ED 


(4), 484-490. 


Los Angeles County Sheriff's and the Los Angeles County 
Department of Personnel, Occupational Health Service. 
Physiological Fitness Standards, National Institute of 


Law Enforcement and Criminal justice, Annual Report, 


Beouz,. sune, 1971. 


oss , ;: 


u> hhh 20 F394 Ce ete 
en ee 


ranensu¢ pabioamioa (Yo canemgbet | se yet Re 
. isstoolosavar «10237 bas Shem oats) a GEE 
| a | | OS -FF ery ge: srer 


: i -— 4 . 


‘ 


Tk oa k¥ebl bey ree yap less (wt ” sT9AER eb “a e ‘ aoe 


sit to. spalpeseost  .#lodetse craqed 2 sottaoisa: : * 


= 


soubpotoduved msottael. edd 20 spbvmovaoy Lasaes) ; i 
iy, LSersrer VE oP Veh | .geReBRooSsA Tes 


. ie 


Jiri, & "1 : Se 
a a , ; oe 


« 


to.fegztny sozetke® enbtogy  palgeheestie eat a eeaes 


= 


TaTsaas ,. (8/8 .THEr \soMesee ee 


rt t a x » © a als —-" é 
.okeatn eviiog x0 “Bs ienedeobos hee innwot ee oe 


«.\e0et «hobssttezeiets bar Supmtoe. sete Sauk 
. een) 

| i 
at chew 


is 
= 
- 


eau! ; pare 

yeqndo  seiseat mol adr bos ="e?ined2 Ysavod ealst math 
aniease ty iset Lenoscroro38 -oerern 
to tus Haat coaalnaaill «25a 


-, ive 3, 
27007 rina woo benC ie hes 


sag 


Machover, L. Machover Draw-A-Person Test, Springfield, 


Tilinois: Charles C. Thomas, 1949. 


Mann, PsA. Psychological 


department. Springfield: Thomas, 1973. 


Marsh, S. Hs. Validating the selection of deputy sheriffs. 
Public Personnel Review, 1962, 23(1), 41-44, 

Martin, E. M. Aptitude test for policemen. Journal of 
Crime and Criminology, 1923-1924, 14, 376-404. 

Matarazzo, J. D., Allen, B. V., Saslow, G., & Wiens, A. N. 
Characteristics of successful policemen and firemen 
applicants. Journal of Apniied Psychology, 1964, 48 


(2).,, 22351238 


Matarazzo; R= Ge; iWeinsy ‘A. Noy Batarazzo;, JTa.Di,9& Manaigh, 
Tals Test-retest reliability of the WAIS in a normal 
population. Journal of Clinical Psychology, 1973, 29, 


SS ee ee ee 2 8 ew ee ee Se es Se 


194-197. 


May, M. A., & Hartshorne, H. Objective methods of measuring 


character. Pedagogical Seminary, 1925, 32, 45-67. 


Ever 1 senna sheng 3 
Len ae Ay ere i 
tikvese gipqel aw goPioelea odd aaa 


oo yaryes yeah .wekVom Lop 


36 Jaeo2ggo. gheweoibog tot Tar? eerrease oh oD gt 


AGeWOTEn gal pce? ~ “ever voloaists>-passseka> 


Wk wanel® 60.5 Wotan oo A yWOLA qa oh) ,osmnas 
ed be ee a ban. aerootioq Ioleaspone to antveatsssse16d9 
ae beer zogledoygd . potted 29. Fyne’: sah sOLEggs im 
; ty 7 _ster-ethy 4AS2. af 


” 


ay @ 


~inesneh 4 «ral st yosarmsat cat A vani® ae 2 40! 


[eyion 6 ni 2148 ofa 20 esti idetier sueea-dpeti sumo a, | 


vEa ever .upelodatet. ieckalte Jo L8gagob” ae 
-Ter-ner 


2 i] ey 
padaveaee to ehodten’ avitoak do = pie 6 . 
ra ap gaps 5a | 


‘SU = fh 


230 


May, M. A., & Hartshorne, H. First steps toward a scale for 
measuring attitudes. Journal ot Educational 


(Oe ne ee ee te er ee a ee ee Se a a ee ee 


Psychology, 1926, XVII(3), 145-162. 


McAilister, J. A study of the prediction and measurement of 


police performance. Police, 1970, 14(14), 58-64. 


McClelland, OD. Testing for competence Cather than 


intelligence. American Psychologist, 1973, 1(1), 1-14. 


McConnel, W. A. Relationship of personal history to success 


as_a_ police patrolman. Unpubiished Master's Thesis, 


Colarado State University, 1967. 


McManus, 1G. Pe, oGriftin, sds th. pr odetteroth,, (We dez ¢ Boland, 
M., .& -Hines, P. T., Police training and performance 
study. Washington, D. C.: United States Government 


Printing Office, 1970, PR-70-4, Grant No. 339, 75-80. 


Merrida;cemiva. Intelligence of policemen. Journal of 
Personnel Research, 1926-1927, 5, 511-515. 
Milistukees., (NEDeVIttP 8. foe72.& ‘Tonkin, S. Situational 
tests in metropolitan police recruit selection. 
_ Proceedings of the 73rd Annual Convention of the 


American Psychological Association, 1965, 243-244, 


7) 


wot slone » Sree) oper 


4 


“ed?  FeASEe —Setetegens.. 40} ) paebtest ears Dik sa 
2 =? etek sETRE 4 sFatcol civ series saoneptilesak: oy 
_ oleae 
BS2DRkE _oruserent. feu ob 7e4. aos hénmmlaaten of ae! ievano! 
ga inott e’aeseeh fe fz. Iddqav aueloziet ania al 


.Paer edtexenian osea2 adoantet i 7 


- 


D a : 


a 


= 
{n=- ee 


i De 
; } 0 
vl 1% fave " + af ,e70399 1a” aed ate andanaa os ale az : dan 3 
es deste tie bos paigsgi2 = abies ov spent | 3 «eK 7 
sanag¥or) sasade hosiad -_ att sasspatdany’ “Lhasa 7 
. a ‘ ‘ i ‘‘ 
O8-PY , VEE oo fuete’ .+ ee ,aret yooE430' pateniet is 
| . af a q 8 2 | 


io. Fopguel  sessckiog So sentephe Datel aaitide: 


.2t2-1h2 »2  TSer-OhOF <dogseens 


iacaks saat: eB) tthe? Bog ares Bon AR, 


a 


ma ge ie ae ae 


soteeet ea «  shezpor | aoa tng 


<% a: in "aime : » iC). 3 za OF of - x bb 3 F L e t = 
7: . : a | al iow 7 i pee 7 


= 
i J 
7 


i 7 - Aes, oS > 


se = una 
Malan 
iy nay ») : 4d 


= ih eam 


: “~ sa ’ ay / ; sm 


Pate 


Prlteys Ke Bay SheDev ute, CRs THePreSe ‘Tonkin, "SHvSituational 


tests in metropolitan police recruit selection. 
Journal of Criminal Law, Criminology and__ Police 


Science, 1966, 57(1), 99-106. 


Nooreyy HoeTaas SNECTER and, GAs 2: The measurement of 
aggressiveness. . journal of Applied Psychology, 1921, 
BPao7= 11813 

Moreno, J. L. The situation test in American-British 


Military psychology vs. German military psychology. 


Sociometry, 1949, 12, 344-353. 


Morman, R. R., Hankey, R. O., Heywood, H. L., & Liddle, 


Le Bhs Predicting state traffic officer cadet academic 
performance from theoretical TAV selection system 


scores. Police, 1966(a), 10(3), 54-58. 


Morman, Re R., ‘Hankey, R. O., Heywood, Ho. L., Rodgers, T., & 


Goldwhite, M. Multiple prediction of municipal police 
officers' ratings and rankings using the theoretical 
TAV selection system and certain non-test data. 


Police, 1967, 11(3), 19-22. 


rep. | | ‘i ee ; se ; ‘7 


tdtokseusie ie aa the? : & 
ah ts ai > 

totroeles  Piwatpery | 
95 Lot bae. vpotee 


0r-e ee waty 
| ary , ‘os *9 wap 
20 «60s 4 Onsapesoe =a? ene 7 a ont ILS DE Dies 


50 \ypolodousd Bedkows 36. EgangG +88 


écisina-nesizeah ont feos sottengte eit wk ob 8 
Fey 


sepotonseng 3262 1 Eke  KemTeD see. Yuotodoyeq yusttiie’ 
2E-0E EL yenel > ademoLoes 


he -S7e 


bs il > 


veihbit % (ek eh <bmesger (6 yoko yok AE 

otkebeas tebgv- 24 ie £RIEIF otetn eokspbbete” -.¥ (eds nae 

aetey2 nh ase ae . Vez Lym etersowds agae ‘wonsw20320q 3 a ky : 

Reve (EP OL: whe) oe! ‘\aptlo® »SP109E . 

ie Seu rs : 

5 yet «aaa hot c.d alt. yfoowyol 4,0 29 vyokase | sa 6R yhem 

eo kiog Lop borevn Yo noi ttrete 2 aig istue -.) Doar 
fenizexreods of2 paige woertblasz ban apnkte2 - Bio: 5 & 


.at6h feeg-Hok clsiae> fue westeqe aogsoeies . 


eT : 
i Une & i 


Ye i: 


Morman, R. R., Hankey, R. O., Kennedy, P., Heywood, H. L. 
Predicting state traffic officer performance with TAV 
Selection System Theoretical Scoring Keys. Police, 


965, (Bay-June) 765, 770-732 


Morman, Re Re, Hankey, Rk. O-, Kennedy, P. K., and Jones, 
E. Me. Academy ieibideeaens Of YWStatesstrafiic officer 
cadets related to TAV selection systems plus other 
Varrabies. Police, 1966(b), 10(6), 30-34. 

Motowidlo, S. J.« and Borman, W. C. Behaviorally anchored 
scales for measuring morale in military units. Journal 


of Applied Psychology, 1977, 62(2), 177-183. 


Muar) Wak. Police: Street corner politicians. Chicago: 


University of Chicago Press, 1977. 


Mullineaux, J. E. An evaluation of the predictors used to 
select patrolimen. Public Personnel Review, 1955, 16, 


84-86. 


Murphy, J. P. Current practices in the use of psychological 


testing by police agencies. Journal of Crimina 


_Law, 


Criminology and Police Science, 1972, 63(4), 570-576. 


VCS 


saa: shoowyelliing 
tae date soanesgh ae a pe ty 
apiiés . “exalt sone tt (i 

pe ee seid 
we a pos tts 
125106, Hes vied 4 thence vad 08 ypSainatt et 


\ 
a” 
| 


iwoltTo jig taad eiese Xo jroneveidos. sabesh- 
win STEYR - goisooisa YAT 49 borston 
EOE 9 (POL » (dees wagblot cotiakene 


1oATO 


vw 
; ; ey 7, 
pazofions yYilpsaorvsicd 0.8 yreitto€ Orient Gt eoLhts 


wea. Hh 


Lenxyo ses fan vaiotilie ai oh nrow pabagasen ae octet, 


LoSr-VVP .¢S) 48 .VTer .epokedayes bediags So 
| Tne 


rqgsndaic -aasani/ isu 2tazobl seuss sage” het 5 
| surTer eal ep pvkee: anscelnarenm 


‘ . "° Le * 
. iv . a e 7 
1 hea eaxedoiheig) ott Jo “tobzee eye ae A A ansont tt 


» 


ere 


OE weeer <eseysm boagowess aehded  snedioateg/psoet ' 
y- oe kas a OHKB! i 
K 2 - 
2 ‘asl etey 


fsocpelodsyed Re dee «ui, cx eenkeoig Fagan ee <leanaas 


- 


see ‘saneiut oe decsudl 2h barnsiy eg aed i 


.ate-0Ve pa wordt 42 PES ENO So itos <ait: 


0 tual wi) 6 


OE Be. 


Bupray,.-S.H sas Thematic  Apperception Test, Cambridge, 


Massachusetts: Harvard University Press, 1944. 


Murray, H. A., & Stein, M. Note on the selection of combat 


officers. Psychosomatic Medicine, 1943, 5, 386-391. 


Murray, Lherney aoe Mackinnon, “Ds W. Assessment of OSS 


personnel. Journal of Consulting Psychology, 1946, 10, 


—= se SO ae Se —— 


76-80. 


Murray, H. A. and others. Assessment of men: Selection of 


(am OS ame Ge were cee ee 86s Se ee oe ee ee ee ee ee ee ee ee Se es ee 


personnel for the Office of Strategic Services. New 


Semmes 


York: Rhinehart and Company, 1948. 


Narrol, H. G., & Levitt, E. C. Formal assessment procedures 
in police selection. Psychological Reports, 1963, 12 


(3), 691-694. 


National Crime Commissionts Report on the abstract 


intelligence of police officers. Public Personnel 


Studies, 1928, 6, 74-80. 


Neiderhoffer, Ad Behind the shield. New York: Doubleday, 


ee ee ae ae Se ee eS ew ee 


19673 


7 eee etre eile wows ae am - = ra 
ik 5 ' : , 
it ‘<A at { SS fi f 
“4 
a - 
* ~ f fi" - rie | “ye + i2 ; 
—~ = ee ‘ a 


sites to wnoisosise ony, ao esoW 
: } r ’ es 
at sf +e! v2 
. — 
hey ip ah y 3 cod 
mag2cr oW sf ,@od wtaAoet 3 ax 
. be 
ef spotted: S¥s9 prstiseuon to. Teageot 
% SF Sah >» Le a ne ean 
4 
: : a T 
eg Sao it : 
2 ee 2. ice IEG ‘eiugdte bas 
ain ae | ee p29 
bie oe fee ‘ . - 7 - 7 _ = - 
Ngee ctaotsreh to sabi3Q. ef. 203" 2299, 
fe ae ee hae a en eee ee ote eh ae me te een ; 7 
. vascro2d bas tisdon int ea oY 
. 
oy os Si a ~= 22 a oT 
o a a ‘ zs! En i0% ow “ ‘* ~ tj vat a ‘ 62 | +} lor > 


et et mn a Te) cme 


7 7 7 
- 
‘a ; Len oy j ery ilk r 3) hye iF, ‘= - poe +19 slez pkey = 


aed & 


234 


Wie, ON jehs., PHI, AG. (Hs pedenKkins,; 43 eG, usSteinbrenner po. Ke. og 
Bent, H. Statistical Package for the Social Sciences, 


bike WF AS 


Nowicki, S. A study of the personality characteristics of 


Se ee eee ce ae 


successful policemen. Police, 1966, 10(3), 39-41. 


O'Connor Wiggly Block, Chicago: Cc. H. Stoelting Company, 


Tee Bea 


Oglesby, T. W. Use of emotional screening in the selection 
of police applicants. Public Personnel Review, 1957, 


SSS cee ee ee Se oe a ee Se SS ee Se ee Ss ee ee 


18, 228-231. 


Ostrander, J. M. One hundred and fifty policemen, some 
observations upon 150 probationary policemen of the 
Detroit police department. Mental Hygiene, 1925, 9@, 


60-73. 


Otis, A. Re. Otis Quick Scoring Mental Abilities Test. New 


York: World Book Company, 1939. 


Parratt, S. D. A scale to measure effectiveness of police 
functioning. Journal of Criminai_Law_and Criminology, 


1938, 28, 739-760. 


"y a : 


4 a i , reanoxda de abe | 


to askoe brospetieds 


taiee «NRL sae eas ait 


are a us: ot OSG i 


eakeuad pens a a ones sate it ae t 


a 


noisseles edt at gatassrve-S [snod tone to. ev Pe) oT x! 


Teer oiven Iapgvese%, 3bideg -atanobiqas | anblog 30) - 
(rma a sTeSmeSEO EE) ; 


7 7 


Boe. 


yom aeenktog ¥FR LE bre berhbaod ea, oh «lb ,mohae 


an Do 
oo 


649 In siowoking yasubise sony ver Goge- niente 


2. ,28er  vpegbpat fesece , osm STAD cottog steaaeg i 
iio a! ; an ie ca! 4 


r a" 


r B ‘ | | te 
ua er ha _ . Pst isin 4 3% ji 


wat. Jeol Sateilids Le seek paiage, deine: eka st 
: eet yiacque? weet B 


avitog Wo Beaute vitoet i Naas oR SS, 


al 
- 


. 


~ 1 o ; ; te : 


aan 


The Police Function in our Changing Society. Proceedings of 


eS aes ae eS ae a ee eee ee ee er ee ee ee 


Conference ‘A', 'The role of the policeman', Lake 
Couchiching, Ontario, Canada: Consultation Center, 


Ministry of the Solicitor General, Ottawa, Ontario. 


Police power: Is there too much? Canada__and the World. 


1974, December, 4-5. 


Preiss, J., & Ehrlich, H. An_examination of role theory. 


Lincoln, Nebraska: The University of Nebraska Press, 


1966. 


Police to promote senior power. Edmonton Journal, January 


Z3a7R1977 5% 


Purviance, C. W. An analysis of the effects of a_ police 
ride-along program on the attitudes of minority group 
youths.. Dissertation Abstracts International, 1973 


ee ee ee eS we ee ee ee ee ee i ee ee a es ee eS se ee ee ee Se 


(June), 33(12-B), 6091. 


Pugh, €+G. eM Concepts of the ideal policeman. Unpublished 


study, University of Alberta, Edmonton, Alberta. 1976. 


sie 
\ 159489 : oleae 
aatedan ——s —" 


mi 


seis ales 20 nalinaasena lt 
= eer siteeadoy te vriezeviot eat soteerdon cus 


4 X 


Po, » org io) 


yee? ' ; mae Lyre ; = Ma) owe er, 


Qxsutsl \isgiiob cobtosaa TAWOT 4okaoe esoteng 09) 
.¥ter. ,& > 


: eSr i | 
astiag & 3O: Bo 5eT2e vt9 hie akey leas ae bates 


eves ¢Pioowse Fo Pa ret alt to waseony ge aD 


Lomeiidog@l sguantics Lashhes - 
aoa A Bs Kt 
Ove? tied Ar qaotvoahe pegs ~ veinin2a 
7 wr 


, vie ¥ - 
~ “a 


Rappaport, D. Diagnostic psychological testing, Volumn 


ee 1 e 


New York: Waverly Press, 1945. 


Raubenheimer, I. W. Influence of group and situational 


differences on the applicability of a personnel test. 


Reiner, H., Setzer, C., & McCormack, J. Another view on 
psychiatric screening of 


police recruits. .Public 


Personnel Review, 1960, 21, 41-55. 


Reiss, Albert J. Professionalization of the police. 


Brandstather, A. F., & Radelet, L. (Eds.) Police 
_relations Beverley Hills: Glencoe, 1968. 


Rhead, C., Abrams, A., 


Trosman, H., & Margolis, P. The 
psychological assessment of police candidates. 
American Journal of Psychiatry, 1968, 24(11), 1575- 
1580. 


Roe, A. Psychology of occupations. Yew York: John 


Wiley 
and Sons, 1956. 


us ay 


lst ahaa 
i 


-paoitentic. $26 qos ae eoaopl kar” / panes 
ie i. Mi 

jest flasnouseq @ 26 Yee destiqgs SAF bathe 
ere-eEs , MRE WePer  ameemeves 


A 
i 


wo Se ky soutonk e& +fosar10938 O (Nee is satel eat a 
sifinG . -~etiswoet  soilog 30 pa tagenve stasendoyag 
. oes ae OORT vazived - Shangeae@” 


is 
| > 
int -s31oq ads io oorijss tisnoleesto1s. .sb Vaeed£ A. ee 


o 
bre oo fled. Leda) a Vtelepet By. vetaedabasre 


Mi: re. 
P wih é : » - - 4 a yw : n 4 ; 
jooet {aoomelp sailin yolveves .gagstetes Vauaags |) : 


off 4 «mifopist @ 4.2 ."eeecat peel _Bme ads —e lls 


tetebidusy. aabloy x0 hcaemater 4 shinai: mi 


“Ter . (7b ae «Bet 


yell aiel iaiaok 


. mete) a} 7 


Rotter, J. R., & Rafferty, J. E. Incomplete Sentence Blank. 


New York: The Psychological Corporation, 1950. 


SCamitty, NN. Interrater agreement in dimensionality and 
combination of assesment center judgments. Journal of 


Applied Psychology, 1977, 2(2), 171-176. 


Searles, J. A. & Leonard, J. M. Experiments in the mental 
testing of Detroit policemen. Detroit Bureau of 


ee es ee ee cs ee ee ee eee SS we ae ee 


Government Research, 1936, 141, 54. 


Shearrug, "CG. 9D. &ioleon jes. Reconsidering the police 
role: A challenge to a popular conception. Canadian 


Journal of Criminology and Corrections, 1977, October, 


= ese ee 2 cae Se eee ae ee ee eae Se ee 


331-345- 


Silver, Allan The demand for order in civil society. Eas 


Bordu, D. J. (Ed.) Lhe police. New York: Wiley, 1967. 


SiGON jew eg Pee, aViipevonGri stalls Re Mele Psychological 
needs of professional police personnel. Psychological 


Repotts, VFS So PASTS R3 14% 


iets rrihsenokeawsy ‘me aes 


Yo. tenant orasaphet aatnen ta ome 
ad ae SET: ix 


‘@ weotee $8eeded |‘ .ngzantieg 7: 
+e% 5 ut ans xdoaheaon 
es A. Se or 


ophing s8% pniankiaucnet ~ «2 Oi getting BO 
seitengpQ .aottgsonoo. saiugog 8 oh jaepaeaeeel ; 


(ohassO ,VTRD (eEebe e729: 


Ue a 


‘wz Nteisve $29 ws mer 402 oondeb . 
; ay 
vant ,gekse <e20F wan -=auiia. 82. 488): ad at a : 

. =) WN wr Ne 


| 


‘soggetod sye% . wh wh yiswead or a vobLiw Rares “s 
feokpoledeyes  ilenavezv4 one Lsuaitsantors 3 ans, | 


Tt A a Dn 


api eae ¢ 


250 


Skolnick, J. R. The police and the urban ghetto. Research 
contributions of the American Bar Foundation, 1968, 3, 


Fe23 < 


Skoinveck pf, J. Rk: Justice without trial. New York: Wiley, 


1966. 


Smith, Bruce olice systems in the United States. New 


York: Harper and Row, 1960. 


Smith, D. & Schau, E. Forced choice performance rating for 
policemen. Proceedings of the 81st Annual Convention 


Se eae ee Sees oS ae ee ee Ss Se a ———— ere eo eee ee ES 


of the American Psychological Association, Montrea: 


pe oe a nes ae ee —— on ow Oe 


Canada, 1973, 8, 993-994. 


Smith, W. The law enforcement profession: An incident of 


high suicide. Omega, 1970, 1, 295-298. 


Spaulding, V. V. A study of nurse and police applicants. 


Delaware State Medical Journal, 1948, 20, 177-178. 


Spencer, G. & Nichols, Rk. A study of Chicago police 
-recruits: Validation of selection procedures, Police 


Chiet, 1977, 38 (6),,°°30-55% 


od aomles ‘neil 
weve 


10> . pRisSy soinaudt? oq aviad “hope” . 2 a ae ee hy 
qo ipsa rue tennant aecanaineneas enon eal. 
Pests EBs: 5 sn EAgh boat. Leginakensat. A983. 38 


We ereee 4B, 4 eer abana 7 


~ 
. 


Laie Te 7 
4x. Suedinad oA 710.62 one ‘Phone ao8na vet. ett am on : 


/AOg-Fes a over vboege. vehtolug a ig 


oe — | é be wiry alae : 


asasotiggs sailoq tre s2iin a6 ghote A -¥ Vv veaibiy 
KS ic AON ‘eR 

met _ amis rr eae | 
spifeq Opattdd. To - Ehiite / A a 


HTE-F0r (Ok Seer dete of re be: 22s “> 
apiiod ,2extbesetq motsiooise: 56 


aire 


fae 


239 


Stirling, J. W. Changes_in the role concepts of police 
officers. International Association of Chiefs of 


Police, 1972. 


Sterne, D. M. Use of the Kuder Preference Record-Personnel 


With police officers. Journal of Applied Psychology, 


1960, 44, 323-324. 


Strongay) E.,iKs Manual for Vocational interest __ Blank, 


Stanford: Stanford University Press, 1933. 


StrongzycbalkKay 205.7 SenCanpbel Paced sge. Manual for Strong 


aoe SS oe ee ee em er a Se OS ee SS 


Vocational Interest Blanks. Stanford, California: 


aoe ee SE ee ee eee Se ee 


Stanford University Press, 1966. 


Super, D. E., & Crites, J. 0. Appraising vocational fitness 
by means of psychological tests. New York: Harper and 


Row, 1962. 


Teasley, C. E., & Wright, L. The effects of training on 
police recruit attitudes. Journal of Police Science 


and Administration, 1973, 1(2), 241-248. 


eS ee eS ee 


po. atetdonto lp 


exh seo vesNT |. Dino bisgot taoks quae) =m ey 
eet .caens yosetevind h10tes2®, shackasse 


; noe | 2 
oa aid '; a a4 4 oh 7 


<a vt) .edgasd>) 8) gab eR emt 


wt : 


peoese weal eyass 
ss zn3e7 tis2 ,motnaze «SAaehs .. . « 
seg a20r yeaers tdexovist” Saenanae 


neenti) {enoisepdy. gitptesgak 10 .bi eeeeksy Ogee ae 


ban Jeq7el sATeY wey -ciags Seats 


-s . “ee? sett 
ao oa inlass he etpetie fT, ot Tipe Bey aR 
snuatos subbes Bo. essust aahoriene tieaie2 


| " (eeseren (yf OTe) .agdaaaremiembs 


ioe ; ; . . y 
vir ; > a Mace 9 7 PX r] res 


240 


Terman, Le. M. The measurement of intelligence. Boston: 


Houghton Miffin, 1916. 


Terman, Le. Me, & Otis, A. A trial of mental and pedagogical 
tests in a civil service examination for policemen and 


firemen. Journal of Applied Psychology, 1917 1, 17-29. 


Se ae ee ee ees a ae ——— a 


Thorndike, R. L., & Hagan, E. Ten thousand careers. New 


York: John Wiley, 1959. 


Thorndike, R. L. & Hagan, E. Measurement and evaluation in 


-psychology_ and education. Toronto: Wiley, 1969. 


Thurstone, L. L. The intelligence of policemen. Personnel 


Journal, 1923, 1,64-74. 


Thweatt, W. H. Improving police selection on a shoestring 
budget. The Police Chief, 1972, 60-68. 

Toch, H. H., & Schulte, R. Readiness to perceive violence 
as a result of police training. British Journal of 


Psychology, 1961, 52(4), 389-393. 


pape Ay 
— eae ee 
ey) ae 


a 
: a 


oo, 


leokpopshag 56 Lariei an ad us 
hes cewentiog 20% nousachaana entsavet 


: Sr au ou 


HSANT of rer \reeledsyat boc ts: 


wok 0 : = 
ut &) & 


| ‘ nr 7 ns — 
vot .tjgoin> Jhgesneds- cox” os) tient Aga, a 
e220 yeell® adobe faz 


Zt oof 788 Lets bas _spgewigeseh a Por 3 af ase) 


22! yyelid reactor -eGtduoube & wolodoveq 
ape Sa 
Lango22sd* ~-.asuenéiog 30 ae oe wif) ol wa 
i 5 aF=SE gSSOFT iLagapoy 
ya “OO "=? oe 


é 


paizvaco¢cea 4 UG 1o7seei oe oaiton pa twoigier ‘oh i “sates 


mn 


63-09 \O°Or «lgedd sobkog off! stout 7 


apnaioty  sviepred 02 econ) book avquemonnan 
to JegxyOh degoize sweminieeentlog 30° 3igess ‘se 
| POE=RBE (MPSS PIP ROL: 


241 


Troyanowicg, R.ywCs,&) Dixon, )S. Criminal justice and the 
community. Englewood Cliffs, New Jersey: Prentice- 


Hall, 1974. 


Turner, W. W. The police establishment. New York: Putnan, 


1968. 


Tversky, A. Intransitivity of preferences. Psychological 


Review, | 19.69, 176; 31-48. 


Volimer, A. Police bureau survey. City of Portland Oregon, 


et Se ee ee ee Sm ee ee eee Se ee 


1947. 


War Department, Adjutant General's Office, Personnel 
Research Section. The Army General Classification 
Test: with special reference to the construction and 
standardization of ) Eorwas * shaw pand) gib. Journal of 


Educational Psychology, 1947, 38, 385-420. 
Webster encyclopedic dictionary of the English _lanquage. 
-Thatcher, VioetS.cerS McQueen like M. (Edse)j, Chicago: 


Consolidated Books Publishers, 1973. 


waaay :A2eL een. 


~ 


Cagkeotodgyes <ngonese tox9: 20 <u petabneannels ahi oat 
eoeete 2k. peaer 13 ms He 


’ ans : | ¥ - 

,acee7o Snefeno9 FO 7949 . -VEVAes peoaud sasie5 «hes 
BLS 

ee 


oret - iguigf\ ookteabmexd auord aah \taem 
| iio iea 

Fengoeres ,2notado 2*is19Ne0 sasreEoe ,tnessi1sqed — 
HOlMSOLE E2eeio  hewatean _ i eit Aiokd 82) tossosatia 
‘ge coksouttann? “RAs 03 soaeasto% fsivage aviv sane) 
20 GE 2GOy it bas. at “eagot I9 ieee 
us? ~2 4€ ‘BE gi SOT » ypoLos . a ie Bo . a 


i ‘eat aa 


i | y ' : - 
ropeoidd yleebey. <8 vA ~assagoe -% 2 atic “— 
| ever agement abies ae >ado2 
1 tae aa i? 
oS 


7; 


7 
: 

' 
ie 


242 


Wechsler, D. . Wechsler-Bellevue Intelligence Scale. New 


York: Psychological Corporation, 1946. 


Wechsler, D. Wechsler Adult Intelligence Scale. New York: 


Psychological Corporation, 1955. 


WeLGer, Aw, WOlrt,, UH. Go srodnan,, hs, 01Maittelman, Ba, | & 


Wechsler, D. Corneil Index. New York: Psychological 


Corporation, 1948. 


Weiner, N. L. fhe role of the police in urban society: 


onflict and consequences. Indianapolis: Bobbs-Merril, 


19763 


Weislogei, R. L. Development of situational tests for 


military personnel. Personnel Psychology, 1954, 7, 


se ee Se eS ee 


492-497. 


Westley, W. The police: A sociological study of law, custom 


and morality. PhD dissertation, Department of 


Sociology, University of Chicago, 1951. 


Westléy, W. A. Violence and the police. Boston: Colonial 


Press, 1970. 


sAzot vor tween 


e 0 (07; 
4 yt  ,comlerstt «.% ,ceebors ,s2 sTRIOW yA 
 ) 


fenipelasnyat riser wav eee Lasnige) = ‘astasont we 
BORE. pao Les0G703 

kp 

sstalisns alesis ilteas alam, oetaaiomal -f ok Ve 
caven-edded taélugsasdbal. -agon aot 
ater 

1. oe lar 

ot sjee? Lnsagbifsnete to  Fnerqoisved ~t .f ,fopolete® 
t \W0°r ype Pewovee. femhedgeg sneannnnme qistiile — 
| | ae -Cen=see au - 


oe 


sudan aseal. io. vbuze, Lg pelopooe Ao 3 uneanent 0 «vette: 


to fpantseged  ,aessataeesib cad 


— 


20) ,opevidd Fo qo tevevkal .yypefoksot 
a 62 7 
IstaoTo? <:aadeed -Badlod ed3 bus epgefoRt — +h~ 


243 


Wilson, J. Q. A__national survey of police and community 
relations. East Lansing: Michigan State University, 


1967. 


Wilson, Jo Qe Varieties of police behavior. New York: 


Atheneum, 1970. 


Wilson, J. QQ. Varieties of police behavior. Cambridge: 


Harvard University Press, 1968. 


Wolfgang, Marvin E. The police and their problems. In: 
Brandstather, A. F. & Radelet, L. A. ({eds.) Police and 
community relations: A source book. Beverley Hills: 
Glencoe, 1968. 

Wonderiic, £., F. Wonderlic  Personnei Test. Northfield: 
Tliionis, 1942. 

Wonderlic, E. F. Wonderlic Personnel Test __ manual. 
Northtield: DTiiinois, 1967- 

Wonderlic, E. F. A__cooperative research study of minimun 


occupational scores for the Wonderlic Personnel Test. 
Northfield: Illinois, 5. Fs Wonderlic & Associates, 


1966. 


yseoussod. $95 23 
oUt festoviad of5FR * 


ae aru ; 
ao, Bo 


, nis ite PethC ed OR 28 28 


sepbs dies sind. a, Sosa a bata 
sGyer Sento mR ' 


: . aes a 
at seston aheiit tas evtlog ei? 8. wivass 


: \ 
- 


_suilo? (.abo) .A .f \elebeto} of 4A tod t3#b as " 
é . .) . 

‘gift yelaevel  .dg0d_cowtes 5 taagitekes Wetauemon 7 

| -2a0f ,S00n9fd | 


-_ Vere 


~~ 
o 
wy 
ine 
+ 


-zagt__dageor 12898 od iacnanl &/ Beira 
; . “Keer seinoti ht 


é lpi 


-loouso dee? donaoe7s9 . ghlabbaow «0 SS  ,ORISRA 
| poet yetowS@ix shfekzh e208 


: - " A | one La 


avsiaig 26 phude Bosssaod svigeipeoeg 4 Vt = bes: 


-sesh__Leamewael ahah cod BAA, Aah mnaene SSNS 
e257 6 EQUA yD ail ya baal of & seforkiiz a6 : 


244 


Yinger, J.M. Toward a field theory of behavior. New York: 


McGraw-Hill, 1965. 


Zaice, J. E. Measured __interests, personality, __and 
intelligence of professional policemen. Unpublished 


master's thesis, Washington State University, 1962. 


Zurcher, ak Cane Ma Verse Der ee Oounds, “ds. Cs Selecting 
effective police sergeants. The Police Chief, 1975, 


January, 28-30. 


stab Langat tome Qu! io: 
ret .yttasevinl siete sazps st vocals atant 


ee 


bition baz -o WG .etnvok. qual ¢IOL Tiny. oe? 9b «aed 16 


— i solos edt 2tqesp i998 eobiog ovisoette 
‘OR=BS . (ten asb 


APPENDIX 1 


Job Descriptions 


1u 


Te 
in ky e'} 807 ar i. 


: cia a 


f xraRtesa 


afolsqisosed dot - 


246 


ee ee ee ce ee oes Ge a ee ee Oe ae 


(1) Accurate memory and observation. 
(2) Reasonability. 

(3) Analytical judgment. 

(4) Ability to follow directions. 
(5) Ability to organize material. 
(6) Mental alertness. 

(7) Speed of decision. 

(8) Judgment (commonsense). 

(9) Determination. 

(10) Social intelligence. 

(11) Aggressiveness. 


{Holmes, 1942, p. 557) 


This above job description emphasized mental function rather 
than interpersonal qualities; its focus is on organization 
and efficiency in dealing with criminal acts. The 
activities of a policeman from this point of view appears to 
be that of an efficient detector, preventer, or solver of 


crimes.) 


In a later job description developed for the Chicago 
police department (Baehr, Furcon, and Froemel, 1968) more 
interpersonal skills and maturity were emphasized. The 


twenty qualities of this job description were: 
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(1) Endure long periods of monotony and yet react 
quickly and effectively to problem situations. 


(2) Gain knowledge of people in patrol area. 

(3) Exhibit initiative, problem solving capacity, 
effective judgment and imagination in coping with 
complex situations. 


(4) Make prompt and effective decisions. 


(5) Demonstrate mature judgment in deciding to 
make an arrest, give a warning or use force. 


(6) Be critically aware of signs of unusual 
conditions or circumstances. 


(7) Exhibit a number of complex psychomotor 
skills. 


(8) Adequately perform communication and record 
keeping skills. 


(9) Have facility to act effectively in extremely 
divergent interpersonal situations. 


(10) Endure verbal and physical abuse fron 
citizens and offenders. 


(11) Exhibit a professional, self-assured presence 
and a self-confident manner. 


(12) Be capable of restoring equilibrium to social 
groups. 


(13) Be skillful in questioning offenders, victims 
and witnesses. 


(14) Take charge of situations yet not unduly 
alienate participants or bystanders. 


(15) Be flexible enough to work under loose 
supervision in some situations and under direct 
supervision in other situations. 


(16) Tolerate stress in a multitude of forms. 


(17) Exhibit personal courage in the face of 
dangerous situations. 


(18) Maintain objectivity while dealing with a 
wide variety of people and groups. 
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(19) Maintain a balanced perspective in the face 
of constant exposure to the worst side of human 


nature. 


(20) Exhibit a high level of personal integrity 
and ethical conduct. 


(EQECON, 1972, Pps 276.1) 


The qualities contained in this above job description 


suggest good personal development and maturity. 
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Appendix 2 


Attitudes of Edmonton Residents 
Towards Policemen (1976) 
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Appendix 3 


Police Studies: Criteria Used 


STUDY 


Martin (1923) 


Thurstone (1923) 
Ostrander (1925) 
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Appendix 3 (continued) 


Police Studies: Criteria Used 
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Morman, et al. 
(1965) 


McConnel (1967) 
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Baehr et al. (1968) 
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Training class marks 


Success, failure, terminators 


Lost time, time lost for injuries, 
completion of training, recognition 
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of probationary period, evaluation by 
supervisors 


Absences, commendations, accidents, 
supervisors’ ratings (emotional sta- 
bility, appearance, total impres- 
sion), training class marks 


Successful, unsuccessful 


FTQ (failure to qualify based on 
background investigation), patrolman 


effectiveness (police department 
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index crime arrests, sustained 


complaints, lost time from work, sick 
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Staff ratings, performance ratings 


Drop out vs. stay 
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Police Studies: Criteria Used 
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Smith & Schau (1973) Peer nomination, paired comparison, 
graphic ratings 


Zurcher, Miller In-basket test, 
& Rounds (1975) paired comparison by supervisors, by 
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Hanley (1975) Forced choice evaluation 
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APPENDIX 4 


Incomplete Sentence Blank 
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INCOMPLETE SENTENCES BLANK — ADULT FORM 


Sex Ae es. 


Marital Status_- 


Complete these sentences to express your real feclings. Try to do every one. 


Pilikenae 


Be sure to make a complete sentence. 


The happiest time 
I want to know 
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Back home 


I regret 


At bedtime 
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What annoys me 


People (22. .., 


A mother 


I feel 


My greatest fear 
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APPENDIX 5 


Scoring Form for the Incomplete Sentence Blank 
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a decision and enter the number of the item in the space provided. Ge sure to place every response in a 
category. Many responses will be borderline. When in doubt “force” a choice. After all the items have 
been classified rate (/) the Level of Adjustment (Scale 1 to 5, lowest to highest). 
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Harmful Generalization 
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APPENDIX 6 


Scoring Form for the Draw-a-Person 
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Rater: Following are a number of scales for reting drawings. 
Consider the "sense" of each point on a scale accarding to 
the descriptions. 
Examine the drawing, referring to one scale at a time. 
Subject: Encircle the semnle characteristics that relate to the 
Subject: Ge eae F mee 
rawing. necessary, write in a characteristic and 
encircle it. : 
lake a judament and mark the scale point score with a 4% 
Enter the-score in the space at the richt of the scale. 
Go to the next scale and rate as before. If a region cannot 


ES be rated indicate tR (not rateable). 
i Total the scores separately under the headings provided and rate 
Rater: the drawing for Overall Level of Adjustment, 
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or old age cunger 5-25 yrs same to. Oo YTS 
: ie SEX of OP 
1 a2 3 4 - 5 vs SUBJECT 
Qpposite, and. ~~—S posite, Same Sex Szive, end con 
psrent, child figure Near same age ; self-portrait 
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False starts 
cARTISTIC QUALITY 
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Transparancy ‘ effort 
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LINE QUALITY 


a 3 Ae 5 
Ficure \ ae Lignt, faint Firm, but sketchy firm, confident 
Tremulous Broken lines in places Few breaks 
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Smudged Heavy pressure Consistent pressure 
Pressure tears paper Sizeable erasures 

1 ay 3 4 5 PROPORTION 
ery exaggerated Somewhat unrea} Fair propeetions Excellent proportions 


in any region _ (be generous) 


1 6 ani! 3 4 


Sub average Low average Average 
Circles, squares Crude Host details 
Scritoles, stick Hany details absent present 


No details 


oe 2 3 4 
Toppling “Posed” Good, natural, — 
Feeble, reclining Feet wide apart, but slightly 
Defiant tight together Stifr 


Legs crossed Pitan? bending 
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Back at Side ae ~ Front view 
Upside dovn body - body only 
Face between legs entire DP 
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Aggressive _dust standing, sitting Sublimation, 


mokinga, eating 
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Coitus, mastu rba tio 
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Drugs, alcohol 
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Unsuitabie by Unsuitable by age Suitable partner 
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Sensual treatment Glamourized 
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All details in and 
appropriate 
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Good, natural, 
easy 


gFACING POSITIO? 
ae view 
entire DP 
—s gACTION 
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others-serving, 
constructive 


5 PARTNER 


Suitable partner 


attractive 
sublimated 
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1 
Extretie size 
Back view’ 
Obese, female 
breasts on man 


Internal organs shovwr 
Stick 
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Eeer belly, extreme Protruding abdomen 
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Very tiny, "wasp’ 
Internal organs 


2 x 4 


Dressed for leisure 
or athletics 


Narrow, thin 

Fat, muscles shovn 

Breast emphasis on 
female 

Profile 

Erasures 
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air proportion 
Flabby, "spare tire”™ 
Muscles shown 


shown Suggestive dress 
Enlarged belt, buckle 
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‘Nude genitals 
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on mate 

Rude buttocks 
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Extreme size 
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cane 
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Incorrect number 
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Exaggerated 
Stick : 
Spiked, pointed 
Deformed ; 
Jackboots, decorated 
Kicking action, 

except sports 


Vater, mud, snow, 
rocks, sand, tall 
grass 

Scaffolding 

Clouds, tightrope 
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Buttons at fly emphasized 
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Enlarged ~~" Good proportion 


Narrov Sketchy lines 
Profile, flat Presentable street 
Shading dress 
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proportion 
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dress 
Realistic attachment 
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Lopsided, short 
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Joints emphasized 
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Rather large Well-drawn, good 


Too smal) proportion 
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5 LEGS 

Solid, strong, but 
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Good proportion 
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| 5 BERR 
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proportion 
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Good shoes 
Strong ankles 
Walking motion 
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Heavily made up Circles, no pupils Commanding 
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Long lashes on male 
Crossed, blind, mask, 
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Cnitted Head too stall or Good proportion 
Yery large head outsize, tilted Neat, fashionable 
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frizzy hair. Very —~ "Model" perfect 

long on male Ears fairly large, 
Bald uneven 
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HANDS 
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Large 
Constructive 

action 
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Scoring Summary 


Overall Total 


Overall Weighted Tota] 


Rate the drawing for Overall] Level of Adjustment. 


1 2 3 6 5 


Guiding 0.0 eoeld T1256 116325 155.00 
Scale 
(Approximate) 
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Scoring Form for the Thematic Apperception Test 
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Scoring Form for the Situation Test and the Three-Minute- 


Test 
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Directions: 


the descriptions of high (5) 


on the general scales. 


Subject 


Study the categories and scales used for evaluation of performance. Note 
and low (1) points. Review the applicant's videotape. 


"Mark the presentation (3MT) that is being considered. 


Where a category does not apply, write N/A. 
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Date Rater 


Rate the applicant's performance 
Finally, on the 


basis of the general evaluation, rate Level of Development. 
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SITEST RATING METHOD Subject _ Date Rater 


Directions: Study the categories and scales used for evaluation of performance. Note the 
Gescriptions of high (5) a and low (1) points. Review the applicant's videotape. Mark the 
Situation that is being considered (/“). Rate the applicant's performance inmediately on 
the six general scales. - Where a category does not apply, write N/A. Finally, on the basis 
Of tie general evaluation, rate Level of Develonment. 
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Instructions and Rating Form for Performance Assessment 
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TO: SERGEANTS WITH MEMBERS OF THE RESEARCH GROUP 
FROM: PERSONNEL SECTION 


Within your squad are police constables who are part of a research 


project concerned with developing a battery of selection tests 
that will predict later performance on the job. Due to the 
nature of the project two additional measures of job performance 
are required. 


(1) a ranking measure 


ae 


(2) a rating of OVERALL PERFORMANCE 


The ranking measure will give the constables 
position in the squad compared with the others; 
the OVERALL PERFORMANCE rating will give a 
numerical figure to the judgment of actual 
performance. You will be supplied with forms 
for each squad member. 


When you receive and examine these forms: 


(1) Arrange the forms in order of merit on OVERALL PERFORMANCE. 
This will give you a ranking of constables in your squad from 
highest to lowest. Enter a number to indicate ranking position, 
assigning number '1' to the highest ranked, number '2' to the 
second highest ranked, and so on. 


(2) The forms are now ready for rating on OVERALL PERFORMANCE. 
A suggested method is to lay out the forms in such a manner 
that they are placed in order from nighest to lowest. This 
placement will afford you opportunity for visual review before 
the rating of OVERALL PERFORMANCE. Taking note of the captions 
under the rating scale decide how the top member is to be rated 
and enter your rating. Follow the same procedures for the low- 
est ranked member. After this, rate the others. Please con- 
fine your rating to the scale demarkations. 
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ea TET EE RT TS SD 


Constable 


Ranking in squad 
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OVERALL PERFORMANCE RATING (4) 
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Problems with Reliability of Performance Ratings 
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Problems with Reliability of Performance Ratings 


as we ee —— 


Reliability problems often occur for studies that 
attempt to measure the job performance of policemen. The 
focus of this problem involves obtaining more than one 
performance rating for each subject. For this research, the 
Subject's job be ae was assessed on two job 
performance measures (ranking and rating) by his’ squad 
sergeant. The reliability measure for the initial 
performance rating was based on the correlation between 
these two measures. This type of reliability indicator was 
not considered adequate because it only measured reliability 
Within one rater and not between raters. (This would allow 
for one rater to consistently give poor ratings without 


being detected.) 


ea considering this problem further a review of 
solutions to criterion problems in other research was 
undertaken. Raubenheimer (1970) presented a study that 
attempted to investigate the feasibility of applying an 
American developed personnel test (Purdue Clerical 
Adaptability Test) to workers in the Republic of South 
Africa. The reliability of the criterion was presented as 


follows. 
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The estimation of criterion reliability, however, 
posed a different preblen. A test-retest 
procedure was rather impossible since the paired 
comparison ratings could be obtained only once. 
Furthermore only one judge per work group (the 
Supervisor) was available to rate the employees 
and an interrrater reliability estimate could not 
be obtained. On the other hand, a wealth of 
evidence endorses the effectiveness of the paired 
comparison system as a rating technigue. Studies, 
for example, by Bartlett, Hermann, and Rettig 
(1960) and Lawshe, Kephart, and McCormick (1949) 
indicate that this technique can be regarded as 
superior to ali other techniques in several 
ways---including interrater reliability (p. 215) 
The problems faced by Raubenheimer (1970) were similar to 
that of the present research. Only one supervisor per group 
existed in both research projects and also the rating 
approachs were comparable (paired comparison and rank 
ordering). His research, however, is obviously weakened by 
the poor reliability measures. The main deficiency within 
Rauberhiemer's research is that he suggested that a method 
proven reliabie in one culture would also be reliable in 


another. This assumption of cross cultural applicability, 


may be difficult to accept. 


The principle underlying this solution, however, is an 
interesting one. It suggests that the reliability of a 
measuring instrument can be proven independently of the 
research group. This principle is well established for a 
psychological test's reliability. A test is proven reliable 
and then given to different groups with this reliability 
measure accepted. This principal has been applied by Bruch 


(1977) who attempted to predict the need for counseling with 
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the use of the Psychological Screening Inventory (PSI). 
Ratings of "Social adjustment" were needed for this 
research. "A total of 41 upper class residence hail 
advisers rated all freshmen and sophomores under their 
Supervision on a 10 item behavioral rating scale ...." 
(p2e239). The reliability problen was dealt with 
independently of the data collection. 

"Prior to collecting ratings, estimates of 

interrater reliability were obtained. Three 

female raters and two male raters, selected at 

random from the group of ul, assessed, 

respectively, a group of women students and a 

group of male students, all of whom were separate 

from the current student sample" (p. 239). 
The correlations among raters ranged from r=+.72 to r=+.89. 
For the actual research project the following occurred. 

No interrater reliability estimates were taken for 

the ratings of the current sample, since each of 

the 41 raters evaluated different individuals. 

(pe 239) 
For Bruch's research, "social adjustment" ratings were shown 
to be reliable independently of the data collection. For 
this present research project on policemen the overall job 
performance measures could also be proven reliable 
independently of the data collection. The reliability 


results could be retrospectively applied to the present 


research. 


The best approach to proving the reliability 


independently would involve having all raters assess ali 
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ratees. This approach has been demonstrated by Schmitt 


(1977). In his study he attempted to examine the interrater 


reliability of assessment center ratings. Four raters 
assessed 101 potential middle managers on 17 
dimensionalities. Interrater reliabilities (before a 


discussion of ratings) ranged from r=+.52 to r=+.88. These 
ideal conditions are often not possible in the actual work 
environment. For the present research few sergeants were 
familiar with more then one squad. These conditions 
preclude the possibilites of using the ideal approach to 


gathering reliability information. 


Solutions to problems similar to this have occurred in 
previous research. For example Campbell, Dunnette, Arrey, 
and Hellervik (1973) developed a rating scale for department 
Managers within large stores. Their relaibility problem was 
handled as follows. 

Each department manager was rated by both his 

store manager and assistant store manager using 

both the scaled expectation method and the summed 

Crating procedures. (p. 17) 

In this situation all raters could not rate all ratees. The 
correlation between pairs of raters on ratees was considered 


as an acceptable reliability indicator. 


A similar approach where all the raters did not rate 
all the ratees was used by Motowidlo and Borman (1977). 
Their research attempted to measure the morale of 47 
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interrater reliability measure of platoon morale was handled 
as follows. 

With the newly developed scales, morale of each 

platoon was rated independently by two persons, 

the company commander and the first sergeant in 

the company of which the platoon was a part. 

(p- 179) 
interrater reliabilities ranged from r=+.47 to r=+.75. In 
this situation the company commander may have rated more 
than one piatoon while the sergeants involved only rated 
their own platoon. The reliability was based on pairs of 


raters, one of the raters in the pair possibly being 


involved in more than one pair of raters. 


Landy, Farr, Saal, and Freytag (1976) had a similar 
approach to obtaining interrater reliability. Their 
research was directed towards the development of a rating 
scale for police officers. For the purposes of selecting 
different performance levels of policemen, constables were 
rated on “overall worth" to the police department. "Where 
possible pairs of raters were identified who could provide 
parallel ratings for a single ratee. These pairs were used 
as a basis of scale-reliability analyses" (p. 275). Median 
reliability correlations ranged from r=+.47 to r=+.74. In 
this pesearcn of Landy and colleagues (1976), it appears 
that when two raters happened to know the same ratee the 
shared knowledge was used aS an indicator of interrater 
reliability. This approach, although not comprehensive, is 


probably still representative of interrater agreement. 
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A comparabie approach in the present research could 
only be used if one sergeant knew another sergeant's entire 
squad. This occurrence (for the present research) would be 
necessary to indicate the reliability of the rank-ordering 
measure. Within this police department, Sergeants only 
infrequently change squads. Sergeants are not in a good 
position to rate the job performance of constables not in 
their squad. An approach similar to Landy and others (1976) 
therefore appears difficult to implement for this research. 
A modification of the method of using rater pair 
correlations plus completing the reliability measures 


independently of the research may, however, be possible. 


It is suggested for this research that the following 
approach be used to better indicate the reliability of the 
job performance measures. Rating pairs should be found to 
rate each squad. Although relatively few sergeants know all 
of the eat stannes in another squad, a senior constable in 
each squad (who is aWaiting promotion to sergeant) could be 
asked to assesS squad members with the rating methods used 
in this research. Also staff-sergeants may be able to rank 
some of the squads that they supervise. From these rating 
pairs (the sergeant and senior constable for each squad, the 
sergeant and staff-sergeant) interrater agreement measures 


could be gathered. 


These ratings (rank-order in squad, overall job 


performance) could be obtained by the pairs of raters during 
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the present time period (after the intial data were 
collected). The correlations between the rating pairs would 
indicate independently the degree of the reliability of 
these job performance measures. These reliability figures 


could be retrospecively applied to the present research. 


Proposed _ Action for Research 


(1) Conduct another ranking and rating of the subjects 


in the research that involves job performance appraisals 


from sgquad sergeants, senior constables, and staff- 
sergeants. Inter-rater reliability scores could then be 
obtained. 


(2) As a supplementary measure of reliability between 
squads, ail raters, after rating and ranking their squad, 
will be asked to rate and rank the other subjects in this 
study. Part of this task will also include an indication of 
how Seat known" the subject is. This will allow staff- 
sergeants, sergeants, and senior constables from one squad 
to assess the job performnce of men in another squad. The 
analyses of these data may involve a partial correlation 
where the "familiarity" variance is subtracted from the 
total variance so that the between rater correlations more 
accurately reflect a reliability measure. An example of the 


form used for this supplementary measure follows. 
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Name 


of Rater Date 


Performance Rating of 


Men not in your Sguad 


(1) Rate the constables in terms of how well you know them 
by placing an X in one of the "Familiarity" columns. 


(2) Strike out the names of the constables you "Don't Know" 
or "Know Slightiy". 


(3) Rank order the remaining constables in terms of "overall 
job performance" as_ if they were in your present squad. 


(4) Rate these same constables in terms of "overall job 
performance" on the 1-9 scale in the same manner as you have 
rated the men in your squad. 


Constable Familiarity Rank Rating 
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APPENDIX 11 


Ratings by Sergeants of Three Written Incidents 


284 


_ or ; 
fh ZEGUSSSA >: 


Ei 


eteebtonl aet7ia8 seadT Je atanSpr9e yd epeesen > 1a 
& . as ‘ 
1 


ie 


285 


SD ee ee ee Se ee eee ee ee es es ee ee ee 


Please rate the following situations in terms of the 
constable's "overall performance", 


Constable A approaches a drunk on the _ street, who is 
extremely intoxicated (staggering and falling down), is 
dirty and wearing ragged clothing. 

The constable says: "Hey you. Your're just another drunken 
pig, aren't you? I've seen a thousand like you and you're 
not worth dirt." 

The drunk says: “But officer, I'm not that drunk", 


The constable says: "For your own safety, I'll have you 
transported into the custody of the police department until 
you're sober." At this point the paddy wagon is called and 


the man is taken away. 
OVERALL PERFORMANCE RATING ( ) 


1 2 3 4 5 6 a 8 9 
f—— 2 —4+— : —4—: ——-$ —: — + — : — $+ -  — +--+ +4 


Constable B has just followed a car doing 50 ina 30 zone. 

He pulls the car over to the curb and approaches the driver. 
He says: “What right do you have to travel at that speed? 

Give me your documents and hurry it up." This was followed 
by a traffic ticket being issued. 
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Constable C has been called to a family dispute as a result 


of the wife's complaint. On the doorstep the husband 
answers and telis the constable to leave. 
The constable says: "A Mrs. Smith phoned in a complaint. 


May I speak with her please." 

Mrs. Smith enters the doorway and the constable _ says: 
“Mrs. Smith, I am responding to the complaint you phoned to 
the police department. Could I step in and discuss this 
matter with you?." 

She agrees. The constable says upon entering the house 
addressing both the man and the woman: "I would like to 
speak to both of you, but separately, about this complaint." 
Turning to the man, "I would like to speak to Mrs. Smith 
first, alone please. I'11 hear your side next". The man 
leaves the room. After hearing both sides of the incident 
and referring the couple to a community agency the constable 
departs having defused the situation. 


OVERALL PERFORMANCE RATING ( ) 
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Table 43 


Ratings by Sergeants of the 
Three Written Incidents 
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Incidents Mean Standard Range Standard 

Deviation Error 
Intoxication 2-30 Yo55 5 soe 
Speeding 2426 1.48 5 aoe 
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The Attribute Rating Form given to the sergeants 
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Name Date 


(1) Rate (by circling) the attributes below in terms of 
their importance for the “overall performance" of a 
policeman. 


Attributes of Lesser Greater Rank 
Job Behavior importance Importance 
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Hard-nosed 1 2 is an ee ay ee: eee ; 
Fairness RP PDS ior Rt ty eeu al oi Bey el Pele ae : : 
Bel f-Control a ee ap Se ere oe a O-ds Oue Bo | 
Alertness ; ene eS key AO de Oe aye Pon ao ) 
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Courage ee SH De Ge ee : 
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Public Servant 2 oS aes a) Oe YT BO. | 

| | | 


Forceful 


(2) Rank order the attributes (the best being number 1, the 
second best 2, and so on) in terms of their performance for 
the "overall performance" of a policeman. 
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